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Mamie Pang Campbell, Ed.D.
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The study examined the leadership behavior of community mental
health centers' program supervisors in Michigan as perceived by pro
gram supervisors and their immediate superordinates and immediate
subordinates.

Consideration and initiating structure were the leader

ship behaviors examined in the study.

Consideration was defined as:

"behavior indicative of friendship, mutual trust, respect, and warmth
in the relationship between the leader and the members of the staff."
Initiating structure was defined as:

"the leader's behavior in de

lineating the relationship between himself and members of the work
group and in endeavoring to establish well-defined patterns of orga
nization, channels of communication, and methods of procedure"
(Halpin, 1973, p. 1).
The population for the study consisted of community mental
health centers in Michigan.

The sample for the study was 10 commu

nity mental health centers in Michigan.

The Leader Behavior Descrip

tion Questionnaire (LBDQ) was the instrument used for the study.
method used to obtain data was mailed questionnaires.

The

One hundred

and seventy-seven questionnaires were mailed to program supervisors
and their immediate superordinates and immediate subordinates in 10
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community mental health centers in Michigan.
rate.

There was a 72% return

The research hypotheses were tested through the use of one-way

analyses of variance.

A .05 level of significance for making Type I

error was used.
It was concluded that there were differences in perceptions of
leadership behavior of program supervisors between younger and older
groups of superordinates, and that there were differences in percep
tions of leadership behavior of program supervisors between groups of
subordinates with different years of employment in agency.
no other hypotheses were supported.

However,

Therefore, the major conclusion

of the study was that, generally, differences in perceptions of pro
gram supervisors among program supervisors, superordinates, and sub
ordinates were not identified in Michigan community mental health
centers.

It was also concluded that if there are differences in pro

gram supervisors', superordinates’, and subordinates' perceptions of
leadership behavior among characteristics of program supervisors,
superordinates, and subordinates, they are not substantial.
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CHAPTER I

INTRODUCTION

A leader is best
When people barely know that he exists
Not so good when people obey and acclaim him.
Worst when they despise him.
Fall to honor people.
They fall to honor you;
But of a good leader, who talks little
When his work Is done, his aim fulfilled.
They will all say, "We did this ourselves."
— Lao Tsu, 517 B.C.
(Ostrander & Dethy, 1969, p. 49)
For the past decade, health care has proven to be one of the
fastest growing Industries In the U.S. economy (Klerman & Levinson,
1970).

The annual cost of mental Illness, at a conservative measure,

was $36.8 million In 1974 (National Institute of Mental Health, 1975).
Since the Inception of the Community Mental Health Centers Act of
1963 (Title II, 1963), mental health programs and service delivery
systems have made significant changes.

The Act was responsible for

mental health care being moved from an Institutional setting
community

setting.

to a

Since then, mental health programs have not

only

Increased In quantity, but In quality (Feldman, 1972; Klerman &
Levinson, 1970).
Even though the ability of the mental health Industry to treat
the mental 111 has Improved In the past 25 years, there are continu
ous demands and pressure for new mental health programs.

Since 1955,

professionals have Increased by more than 300% (President's Commis
sion on Mental Health, 1978).

Presently, however, there are still

1
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not enough mental health professionals to meet the demand for new
programs (President's Commission on Mental Health, 1978).

According

to the 1970-71 annual inventory of community mental health centers
(CMHC) conducted by the Biometry Branch of the National Institute of
Mental Health, the average number of persons under care per full-time
equivalent staff person increased from 24 to 28 (NIMH, 1973).

Accord

ing to Feldman (1972), the average CMHC employs 108 persons, and
staffs of over 150 are not uncommon.

The average CMHC has an annual

budget of nearly $1 million (Feldman, 1972).
Mental health programs and their delivery of services have great
impact in a community.
leadership.

The success or failure of programs depends on

Leadership is the behavior of an individual when he/she

is directing the activities of a group toward a shared goal (Stogdill
& Coons, 1957).

Boles and Davenport (1975) defined leadership as:

. . . a process in which an individual takes initiative to
assist the group to move toward productive goals that are
acceptable, to maintain the group, and to dispose of
those needs of individuals within the group that impelled
them to join it.
(p. 117)
Zaleznik (1967) stated that a major concern central to the admin
istration of any organization is leadership.

In any organization,

effective leadership and effective administration are vital to the
maintenance and survival of the system (Yolles, 1975).

According to

Silbur and Burton (1971), leadership is considered the most important
element in the success of community mental health programs.

Effec

tive leadership is crucial for the success of existing programs and
for the development of new ones (Levinson & Klerman, 1972a). Conse
quently, there is a great demand and unending search for effective
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leadership and qualified mental health administrators (Levinson &
Klerman, 1967, 1972a).

This is due to the fact that many examples of

failure in mental health organizations and services are attributed to
ineffective and inadequate leadership (Feldman, 1972; Silbur & Burton,
1971).
One of the many problems in mental health administration is that
few top level and middle management professionals are trained and
prepared to take on leadership roles (Levinson & Klerman, 1972b).
Feldman (1972) commented that "in general, mental health executives
have little or no training in administration" (p. 7).

Conversely,

when trained administrators rather than mental health professionals
are employed, they often have no training or expertise in the mental
health field (Feldman, 1973; Hinkle & Burns, 1978).

Administrators

are unable to effectively apply their administrative training to the
mental health setting (Feldman, 1972).

Levy and B e m t h a l (1967)

agreed that there is definitely a need to train more mental health
professionals.

Sheffel (1967) agreed that there is definitely a

need to train more mental health professionals.

Sheffel (1967) added

that "few psychiatric institutions employ trained administrators"
(p. 131).

Therefore, the need is evident to train mental health

administrators, middle managers, and professionals specifically for
leadership roles in the mental health field (Austin, 1975; Bissonette
& Zusman, 1976; Neugarten, 1975).

Feldman (1978), chairman of the

second national Conference on Mental Health Administration and
founder and editor of the Journal of Administration in Mental Health,
pointed out that "practically no graduate programs are clearly
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identified as a master’s or doctoral program In mental health admin
istration" ("Perspectives on Mental Health Administration," 1978, p.
390).

Sheffel (1967) also commented that he knew of "no university

which has yet established a school of mental health administration"
(p. 130).

Western Institute of the Commission of Higher Education

(WICHE) recognized the need for formal education In mental health
administration and developed a pilot program, "Institute for Adminis
trative Studies," In 1964 through a grant from National Institute of
Mental Health (NIMH) (Levy & Bernthal, 1967).

Consequently, other

major universities followed and offered seminars and graduate train
ing programs In mental health administration.

Presently, the follow

ing universities offer master's and doctoral programs In mental
health administration;

University of Massachusetts, Pennsylvania

State University, Tulane University, State University of New York In
Buffalo, University of Minnesota, Northern Illinois University,
University of Georgia, Florida State University, and the University
of North Carolina (Administration In Mental Health Journals).

In

1974, Feldman pioneered the proposal of a formal university curricu
lum at the master's and doctoral levels In mental health administra
tion.

This proposal was published In the 1974 summer Issue of Admin

istration In MentalpHealth.
Another major concern In the administration of mental health Is
the lack of literature and research In the area (Austin, 1975; Greenblatt, 1972; Neugarten, 1975).

Neugarten (1975) Indicated that low

priority Is given the area of research In mental health administra
tion.

As pointed out by Feldman (1972), the paucity of literature on
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mental health administration Is both a major symptom and a major
cause of the problem (p. 8).

As a result, this hinders any training

programs because no pertinent teaching material Is available.

Al

though materials from other fields such as business administration
and hospital management are utilized, administration In mental health
has profited only minimally from the literature In related areas
(Feldman, 1972).

The Problem

The problem Is to examine the leadership behavior of community
mental health center (CMH.C) program supervisors as perceived by pro
gram supervisors and their Immediate superordinates and subordinates.
According to Halpin (1956a, 1970), the understanding of leader
ship depends on the analysis of behavior.
leader behavior Is through perceptions.

One method of examining
Boles and Davenport (1975)

defined perceptions as the Interpretation given to reality by an
Individual (p. 426).

The Importance of perception has dominated re

search for many years.
early research by Mayo.

It was emphasized In the Hawthorne Studies,
The studies showed that Hawthorne produc

tions Increased as a result o f .plant workers' perceptions that they
were perceived by management to be an Important part of the company;
both as Individuals and as a group.
The mental health leader's perception and definition of leader
ship roles depend upon the understanding of the leadership roles of
his/her own leadership behavior.

An organization functions more

efficiently If members' roles and expectations are defined.
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Therefore, members' effectiveness depends on their perceptions and
expectations of their roles.

Jacobs (1971) pointed out that an orga

nization functions on role expectations, role understanding, and mem
bers' feelings about the organization.

Organizational efficiency and

members' morale suffer when leadership expectations and lines of
authority are confused.

According to Melcher (1976), supervisors'

leadership behavior has a direct impact on individual subordinates',
intragroups', and intergroups' behavior patterns.

A supervisor's

effectiveness at all levels of management depends on how leadership
is carried out.

Purpose of the Study

The purpose of the study was to determine how the perceptions of
three groups of CMHC workers in different levels compare regarding
the leadership behavior of CMHC program supervisors in Michigan.

The

three groups of CMHC workers are program supervisors and their imme
diate superordinates and immediate subordinates.

The study also

sought to explore the relationships between leadership behavior and
the following variables:

age, sex, education, years of experience in

mental health, years of employment in agency, years of employment in
present job, job title, type of programs or services involved, number
of staff supervised, and social associations with program supervisors.
CMHC leadership was chosen for this study because the writer
perceives community mental health as having great potential for serv
ing the public.

Mental health care has become one of the prime foci

of national health, a necessary part of the health care industries.
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An example of the new emphasis in this area is the fact that mental
health care is now covered by mort health insurance policies, while
only a decade ago, such coverage was not available.

Other reasons

for this study were to utilize the writer’s professional experience
and training in community mental health to enhance the subject matter,
and to provide invaluable lessons for the writer when she assumes an
administrative role.
The writer chose to investigate the leadership behavior of CMHC
program supervisors because she perceives them to have the most in
fluence in the administration and implementation of programs and ser
vices.

Middle managers (such as the program supervisors) play a key

role in the administration of mental health agencies (Bissonette &
Zusman, 1976).

As indicated by Schatz (1966), staff at different

levels of management will become more and more involved in the admin
istrative process.

Whittington (1973) and Mechanic (1973) pointed

out that the future of mental health and human services will see mid
dle level managers taking on more administrative responsibilities.
As CMHC organizations move away from a traditional medical model
towards a social system of service delivery, program supervisors are
becoming more and more important in organizational policies and
decision making.

CMHC leaders are directly and indirectly affecting

the mental health programs and services of the community.

Program

supervisors in mental health agencies must provide supervision and
direction in their departments (Bissonette & Zusman, 1976).

They are

in positions in which they have direct contact with both their imme
diate superiors and immediate subordinates.

Thus, CMHC program
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supervisors’ superiors and subordinates have sufficient qualifica
tions to describe the leadership behavior of program supervisors.
The study compared the perceptions of three groups of CMHC work
ers at different levels.

Hunt, Osburn, and Larsen (1973) suggested

that it is better to utilize a combination of first- and second-level
management than using one level in predicting overall group perform
ance.
The study attempted to answer the following questions:
1.

In evaluating the leadership behavior of CMHC

visors,

do the perceptions of CMHC program supervisors

program super
differ from

those of their immediate superordinates according to the considera
tion and initiating structure of the LBDQ?
2.

In evaluating the leadership behavior of CMHC program super

visors, do the perceptions of CMHC program supervisors differ from
those of their immediate subordinates according to the consideration
and initiating structure of the LBDQ?
3.

In evaluating the leadership behavior of CMHC

visors,

do the perceptions of immediate superordinates

program super
of CMHCpro

gram supervisors differ from the perceptions of immediate subordi
nates of CMHC program supervisors according to the consideration and
initiating structure of the LBDQ?
4.

Are age, sex, education, years of experience in mental

health, years of employment in agency, years of employment in present
job, number of staff supervised, and social association with program
supervisors related to the perceptions of program supervisors, and
their immediate superordinates and immediate subordinates in
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describing the leadership behavior of program supervisors according
to the consideration and Initiating structure of the LBDQ?

Overview of the Study

Chapter II consists of a review of related literature on the
approaches to the study of leadership and studies utilizing the LBDQ.
Chapter III presents the research methodology of the study, Including
the Instrumentation, the population, data collection, and analysis of
data.

Results of the study are presented In Chapter IV.

A summary

of the study Including conclusions and Implications are presented In
Chapter V.
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CHAPTER II

A REVIEW OF SELECTED LITERATURE

•The study examined the leadership behavior of CMHC program super
visors as perceived by program supervisors and their immediate super
ordinates and immediate subordinates.

The study sought to investi

gate the leadership behavior of CMHC program supervisors in considera
tion and initiating structure.

CMHC program supervisors were chosen

for the study because the writer perceives them to have the most in
fluence in the administration and implementation of programs and ser
vices.

This is supported by Bissonette and Zusman's (1976) view that

supervisors play a key role in the administration of mental health
agencies.
This chapter contains a selected review of literature on the
definition of leadership and the different approaches to the study of
leadership.

Studies related to the leadership behavior of considera

tion and initiating structure are discussed.

Definitions of Leadership

Authorities have defined leadership in similar context in view
of the different types of organizations.

Hersey and Blanchard (1972)

defined leadership as "the process of influencing the activities of
an individual or a group in efforts toward goal achievement in a
given situation" (p. 68).
the leadership process as :

Hersey and Blanchard (1972) illustrated
function of the leader, the follower, and

10
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other situational variables; L = f (1, f, s ) .

Sanford (1951) also

listed the leader, the situation, and the follower as three elements
In the leadership process.

According to Llpham (1965), the leader

ship Is "the Initiation of new structure or procedure for accomplish
ing an organization's goals and objectives or for changing an organi
zation's goals and objectives" (p. 122).

Llpham (1965) added that a

leader Is a change agent who brings about new procedure or structure.
Wiles (1967) stated that
leadership Is a function which makes possible the formula
tion and attainment of group goals . . . leadership Is a
product of Interaction within the group . . . the extent
to which each group members can use an Individual's con
tribution determines the leadership he/she exerts. This
In turn depends upon the group members' perception of him,
his motives, and his competency,
(p. 12)
Leadership Is "a personal relationship In which one person directs,
coordinates and supervises others In the performance of a common
task" (Fiedler, 1967, p. 151).
definition of leadership:

Stogdlll and Coons (1957) gave this

"the Initiation and maintenance of struc

ture In expectation and Interaction" (p. 7).

Approaches to the Study of Leadership

Three major approaches to the study of leadership are presented
In this section.

The study of leadership Is discussed by examining

the traits and behavior of the leader and the situation In which he/
she Is operating.
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Trait Approach

The trait approach to the study of leadership was the most com
mon approach up to about World War II (Morphet, Johns, & Relier,
1959).

It was based on the "great man theory."

At that time, the

study of leadership concentrated on the traits of the leader, sug
gesting that the leader's characteristics made his/her leadership
effective.

The trait theory suggested that certain leadership qual

ities are inherent in those individuals who can become leaders in all
situations and circumstances.

This theory further suggested that an

individual achieved his/her leadership status because of personality.
Dexter (1954) emphasized that the most important "tool" an individual
has is his/her personality and the impression he/she makes on others.
Furthermore, Sears (1950) suggested that the personal characteristics
of a leader combine previous "internalized" experiences and present
"external" situations.

Sears viewed traits as a modification of an

individual's potential for future action.
In his examination of 33 studies, Stogdill (1948) discovered
that 29 studies reported a positive correlation between intelligence
and leadership.

On the other hand, Melcher (1976) reported that he

found a low relationship between selected traits and leadership in
his reviews.

According to Boles and Davenport (1975), there are no

studies that show perfect correlation between intelligence and leader
success.

As reported by Gibb (1954), numerous studies of leaders

have failed to find any consistent pattern of traits which character
ize leaders.
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The review indicates that the trait approach to leadership study
is inadequate, and many research studies have shown the results of
such an approach to have few significant values (Clifford & Cohn,
1964; Fiedler, 1969; Gibb, 1947, 1954; Gouldner, 1950; Hemphill,
1949; Mann, 1959; Myers, 1954; Stogdill, 1948).

The above author

ities cited inadequate measurement, lack of adequate samples, diffi
culty in describing leadership definition, and contradictory results
as some of the weaknesses of this approach.

To sum up the trait

approach in leadership study, Stogdill (1974) made this conclusion;
A person does not become a leader by virtue of a combina
tion of traits; but the pattern of personal characteris
tics of the leader must bear some relevant relationship
to the characteristics, activities, and goals of the fol
lowers.
Thus leadership must be conceived in terms of
interactions of variables which are in constant flux and
change,
(p. 63)

Situational Approach

Contrary to trait theory, which emphasized the inherent charac
teristics or personality of an individual, the situational approach
to the study of leadership is focused on the observed behavior of the
leader, his group members, and various situations.

Leadership de

pends not only on the person but also on the situation (Gibb, 1954;
Murphy, 1941; Ross & Hendry, 1957).
Theorists were interested in how situations were related to
leadership effectiveness.

Fiedler (1967) and Hersey and Blanchard

(1972) postulated that effective leader behavior was performance that
matched the expectations of followers.

Group or organizational per

formance can be improved either by changing the leader to fit the
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situation or by changing the situation to fit the leader (Fiedler,
1967).
One model that relates situation to leadership effectiveness Is
the Contingency Model developed by Fiedler.

On the basis of the Con

tingency Model, the Least Preferred Co-worker (LPC) Instrument was
developed to measure the traits of the leader least liked by those
with whom he works.

LPC Is a scale to measure the characteristics of

a "least preferred co-worker."

Characteristics or traits Include

degree of friendliness, pleasantness, coldness, self-assurance,
enthusiasm, etc.

The LPC asks the raters to select least preferred

and most preferred co-workers.

The larger the LPC score, the more

the leader Is assumed to be oriented toward relationships with co
workers.

A lower LPC score Indicates a task oriented leader.

Relat

ing the Contingency Model to leadership effectiveness, Fiedler (1967)
postulated that effective leader behavior Is an Interaction between
the context and the leader's personality.

However, other theorists

commented that the Instrument shows little relationship between LPC
scores and selected contextual factors.

The results are supposed to

be supportive of a particular style favoring the leader's effective
ness, but there are no Indications of such a relationship.

The Con

tingency Model presents three major situational variables to deter
mine whether a given situation Is favorable or unfavorable to a
leader.

The three situations are:

1.

Leader-member relations (personal relations with mem
bers of his group)

2.

Task structure (the degree of structure In the task
that has assigned to perform)
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3.

Position power (the power and authority that the
leader position provides)

Favorableness of a situation is defined as "the degree to which the
situation enables the leader to exert his influence over his group"
(Fiedler, 1967, p. 13).

The most favorable situation is one in which

there are good leader-member relations and the leader has a powerful
position (high position power) and directs a well-defined job (high
task structure).

An unfavorable situation is one in which there are

poor leader-member relations and the leader has low power position
and low task structure.

According to Fiedler (1967), a leader should

learn to recognize his style and then seek situations in which he can
effectively use it.

Fiedler emphasized that regardless of the train

ing in leading an individual receives, his style must be carefully
matched with an appropriate situation.

There is no "best" style,

but the important thing to consider is the most effective style for a
particular situation.

An individual becomes a leader for any of many

reasons, including his/her personality, being in the right place at
the right time, his/her educational background and experience, etc.
(Fiedler, 1969).

Once in the leadership position, the leader either

becomes task-oriented and authoritarian or human resources-oriented
and democratic.

According to Fiedler (1967), task-oriented leaders

tend to perform best in group situations that are either very favor
able or very unfavorable to the leader.

Relationships-oriented

leaders tend to perform best in situations that are intermediate in
favorableness (p. 14).

(See illustration in Figure 1.)
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Task Oriented
Style

Relationships Oriented
Style

Task Oriented
Style

Favorable
Leadership
Situation

Situation Intermediate
in Favorableness for
Leader

Unfavorable
Leadership
Situation

Figure 1
Contingency Model

Behavioral Approach

The behavioral approach to leadership study is primarily focused
on the behavior of the leader.

From the development of Taylor's sci

entific management movement and the subsequent human relations move
ment by Mayo in the 1930's, the study of leadership evolved into a
comparison of task-oriented and human relations-oriented leadership.
The emphasis on task or the needs of the organization was influenced
by the scientific management movement, while the emphasis on the
needs of the individual employee was developed through the human rela
tions movement.
According to Boles and Davenport (1975), "style is the character
istic manner of behaving" (p. 426).
are discussed:
faire.

Three basic styles of leadership

authoritarian or autocratic, democratic, and laissez-

An authoritarian leader is one whose primary concern is "to

get the job done" (task orientation).

A democratic leader's priority

is focusing on his group members (relationship orientation).

The

laissez-faire style of behavior is permitting employees or group
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members to do as they please by setting no structure or policies and
procedures.
In 1955, Wiles and Grobman (1958) examined three styles of
leader behavior of male and female principals.

The three styles of

leader behavior examined were democratic (considered the most desir
able) , authoritarian (considered less desirable), and laissez-faire
(considered least desirable).

It was found that female principals

were more democratic leaders than male principals by 22%.
principals usually were more effective than male heads.

Female
Authors con

cluded that male principals fell below their female counterparts in
the level of their students' morale, in encouraging desirable teach
ing practices, in educational program development, and in discipline.
In a similar study done a year later, Grobman and Hines (1956)
involved schools, teachers, parents, and communities in their 1956
study.
male.

They found female principals were often more democratic than
A study by Cherniss and Egnatios (1977) on clinical super

vision styles in 22 community mental health programs showed that CMH
staff prefer the didactic-consultative, insight-oriented, and
feelings-oriented styles over laissez-faire and authoritative styles.
In 1957, Tannenbaum and Schmidt presented their theory of Leader
Behavior Continuum in the Harvard Business Review.
presents two major styles of leader behavior:

The Continuum

authoritarian/task

oriented and democratic/relationship oriented styles.

The Leader

Behavior Continuum is a left to right movement illustrated in Figure

2

.
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Figure 2
Continuum of Leader Behavior

Theorists are interested in the relationship between certain
characteristics of leader behavior and effectiveness.

Several models

on leader behavior relate task-oriented behavior and human relationsoriented behavior to leadership effectiveness.

The Tri-Dimensional

Leader Effectiveness Model, the Managerial Grid, and the Ohio Leader
ship Studies are discussed in sections of this chapter.
The Tri-Dimensional Leader Effectiveness Model developed by
Hersey and Blanchard (1972, p. 82) presents four leader behavior
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styles by using the basic leader behavior model of task and human
relations orientation.

Hersey and Blanchard labeled the four styles

as high relationships and low task, high task and high relationships,
low task and low relationships, and high task and low relationships.
These four styles are divided into four quadrants as illustrated in
Figure 3.

'M

CO

a

High Relationships
and
Low Task

High Task
and
High Relationships

Low Task
and
Low Relationships

High Task
and
Low Relationships

C Ti
5 S

S'S

r
I

(Low)

Task Behavior

(High)

Figure 3
Leader Behavior Styles

When relating the four leader behavior styles to leader effec
tiveness, a leader's behavioral style must interrelate with the situa
tion in which he/she is in charge.

Effectiveness is when the lead

er's style is appropriately used in a given situation.

On the other

hand, when the behavior style of a leader is used inappropriately in
a given situation, it is said to be ineffective.

Hersey and Blanchard

emphasized that leader effectiveness in the Tri-Dimensional Leader
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Effectiveness Model should be viewed as a continuum rather than
elther/or situation.

One Important factor to consider Is that the

effectiveness of a leader In a given situation depends on the per
ceptions of group members, his superiors, and/or subordinates.
The Managerial Grid also based Its model on task and relation
ship orientation.

The Managerial Grid developed by Blake and Mouton

(1964) describes five leadership styles;
Task, Mlddle-of-the-Road, and Team.

Impoverished, Country Club,

The five leadership styles are

described as follows:
Impoverished:

Exertion of minimum effort to get required work

done Is appropriate to sustain organization membership.
Country Club :

Thoughtful attention to needs of people for sat

isfying relationships leads to a comfortable friendly organization
atmosphere and work tempo.
Task:

Efficiency In operations results from arranging condi

tions of work In such a way that human elements Interfere to a mini
mum degree.
Mlddle-of-the-Road:

Adequate organization performance Is pos

sible through balancing the necessity to get out work while maintain
ing morale of people at a satisfactory level.
Team:

Work accomplishment Is from committed people; Inter

dependence through a "common stake" In organization purpose leads to
relationships of trust and respect.
Although the Managerial Grid uses leader behavior of task and
relationship orientation In Its concept. It measures more attltudlnal
dimensions of leadership, such as concern for people (relationship
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orientation) and concern for production (task orientation).
Managerial Grid is illustrated in Figure 4.

The

Concern for production

is represented by the horizontal axis and concern for people is
represented by the vertical axis.
along the two axes.

Ratings from 0 to 9 are plotted

The degree of concern is represented by the num

bers in ascending order.

Thus, one who scores a high 9 on both con

cerns is considered a successful "team" leader.

9-9
(Team)

1-9
(Country Club)

Cu

o

5-5
(Middle Road)

u

o

1

I0

(Impoverished)

(Task)
9-1

1-1

1
(Low)

3

4

5

6

Concern for Production

7

8

--------

9
(High)

Figure 4
The Managerial Grid Leadership Styles

The Bureau of Business Research at Ohio State University con
ducted numerous studies to identify various dimensions of leader be
havior.

As a result, Ohio State University identified two fundamental

dimensions of leader behavior:

consideration and initiating structure.
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Consideration was defined as;

"behavior Indicative of friend

ship, mutual trust, respect, and warmth In the relationship between
the leader and the members of his staff" (Halpln, 1951, p. 1).
Initiating structure was defined as:

"the leader’s behavior In

delineating the relationship between himself and members of the work
group and In endeavoring to establish well-defined patterns of organi
zation, channels of communication, and methods of procedure" (Halpln,
1951, p. 1).
While obtaining data to Identify the various dimensions of
leader behavior, the Leader Behavior Description Questionnaire (LBDQ)
was developed.

The LBDQ Is a 100-ltem questionnaire designed to mea

sure how a leader conducts his activities.

There are 15 Items, each

measuring the dimensions of consideration and Initiating structure
(see Appendix C ) .

Measurement of these two dimensions Is on a scale

from high to low.

According to the Ohio State studies, leader behav

ior can be described Into four quadrant combinations:

high considera

tion and low Initiating structure, high consideration and high Initi
ating structure, low consideration and low Initiating structure, and
low consideration and high Initiating structure.
In Figure 5.

This Is Illustrated

In the Ohio State Leadership Studies Model, a leader

can be perceived In any of four combinations of behavior.

When a

leader scores high In both dimensions of consideration and Initiating
structure, he Is considered an effective leader.

Conversely, an In

effective leader Is one who scores low In both dimensions.
who scored

A leader

high In Initiating structure and low In consideration Is

considered a task-oriented leader.

A relationship-oriented leader
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tends to score high in consideration and low in initiating structure
dimensions.

There are no norms for the LBDQ.
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Figure 5
The Ohio State Leadership Quadrants

On the basis of his research in leadership behavior and develop
ing the LBDQ, Halpln (1966) reported

the following findingsinvolving

consideration and initiating structure.
1. The evidence indicates that initiating structure
and consideration are fundamental dimensions of leader be
havior, and that the LBDQ provides a practical and useful
technique for measuring the behavior of leaders on these
two dimensions.
2. Effective leader behavior is associated with high
performance on both dimensions.
3. There is some tendency for superiors and sub
ordinates to evaluate oppositely the contributions of the
leader behavior dimensions to the effectiveness of leader
ship.
Superiors are more concerned with the initiating
structure, whereas the subordinates are more concerned
with consideration.
This difference in group attitude
appears to impose upon the leader some measure of con
flicting role expectations.
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4.
Changes in the attitudes of group members toward
each other, the group characteristics such as harmony,
intimacy, and procedural clarity, are significantly asso
ciated with the leadership style of the leader.
5. There is only a slight positive relationship be
tween the way leaders believe they should behave and the
way in which their group members describe them as behav
ing.
(p. 98)

Perceptions of Leadership Behavior and
Studies Using the LBDQ

Numerous studies have examined the perceptions of leadership be
havior.

A review of literature showed that most studies tend to re

veal that groups and some subgroups differ significantly in the per
ceptions of leadership behavior.

In examining the leadership behavior

of elementary and secondary principals. Barber (1975), Boettcher
(1976), Deines (1976), Finley (1976), Gott (1967), Hunt (1967), Mead
(1976), Pringle (1976), and Roberts (1963) all drew similar conclu
sions:

that there are significant differences in the perceptions of

leadership behavior as described by principals themselves and their
superiors and subordinates.
Principals' leadership behavior and administrative outputs were
examined by Brown (1967).

Administrative outputs were interpreted as

teacher satisfaction, confidence in the principal, and school per
formance.

Brown found that teacher satisfaction and confidence in

the principal are perceived as important to the leadership of the
school.
One of the most important studies using the LBDQ was the Cana
dian study on the leadership behavior of teachers and principals.
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Authors were interested in the relationship between principals’
leadership behavior, teachers’ leadership behavior, and students'
academic achievement.

It was found that there was a positive correla

tion between teachers’ leadership behavior and students’ academic
achievement.

Principals' leadership behavior in the dimensions of

consideration and initiating structure was associated with students’
academic achievement also.
studies, Stogdill

Due to the success of the Canadian

(1963) made the following remarks:

The Canadian studies involve not only large sample, but
also highly competent research procedures.
They produce
convincing evidence that the leader behavior of teachers
has a direct impact on their students’ academic achieve
ment. Not only that, the consideration and structure of
the principals exerts an extremely meaningful influence
on the achievement of students in his school,
(p. 8)
In studying the leadership behavior of junior high principals of
16 Michigan junior high schools, Jacobs (1965) compared curricular
innovations implemented in their administrations and leadership be
havior utilizing the LBDQ.

Jacobs found a significant difference in

the scores of principals who instituted educational change and those
who did not.

High innovative principals received high ratings on the

dimensions of consideration, initiating structure, predictive accu
racy, representation, integration, and persuasion.
In examining the differences in male and female perceptions of
leader behavior, Davenport (1976) evaluated the leadership behavior
of male and female elementary school principals as perceived by the
principals themselves, their immediate supervisors, and classroom
teachers.

Davenport found that the sex of elementary school princi

pals is not a significant factor in the perceptions of their overall
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leadership behavior and there is a tendency for perceptions of male
supervisors to favor male elementary school principals over female
elementary school principals.

In Milner's study (1976) of the leader

ship behavior of male and female heads of physical education depart
ments in major colleges and universities, the descriptions of leader
ship behavior differ as reported by staffs and faculties.
In examining superintendents and their administrative teams,
Parker (1975) found that there are differences in perceptions between
superintendents and their subordinates as to the extent of "considera
tion" shown by superintendents.
Military studies were popular among the early studies of leader
ship behavior.

In 1954, Halpin studied the leadership behavior of 52

B-29 aircraft commanders.

The study investigated the relationship

between commanders' perceptions of how they should behave as leaders
and their crews' descriptions of how they actually behaved in the
dimensions of consideration and initiating structure.

The LBDQ

scores taken from the crew members and superiors were correlated with
the Crew Satisfaction Index.

The Crew Satisfaction Index was deter

mined by computing the ratio between the scores received by the in
cumbent commander and the scores given for the position of aircraft
commander.

The results indicated (a) negative correlation between

-the ratings given by superiors and the consideration scores, (b) posi
tive correlations between the supervisors' ratings and the initiating
structure scores, and (c) high positive correlations between the Crew
Satisfaction Index and the consideration scores.

This study showed

that leadership effectiveness correlated highly with leader behavior
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dimensions as measured by the LBDQ.
Halpln (1954, 1956a) made a comparison study on the actual and
Ideal leadership behavior of 132 aircraft commanders and 64 public
school superintendents.

He found that school administrators gener

ally scored higher In the consideration dimension for both actual and
Ideal ratings than did the aircraft commanders.

Commanders tend to

place more emphasis on Initiating structure, therefore, they scored
higher In that dimension.

This study showed that commanders were

characterized by high scores In Initiating structure and low scores
in consideration, while superintendents were characterized by high
consideration scores and low Initiating structure scores.

Halpln

Implied that the differences In the behavior of the two groups was
due to the differences In their respective Institutional settings.
In 1956, Halpln (1956b) studied 50 school superintendents In
Ohio.

Data were obtained from board members, staff, and superintend

ents themselves on both real and Ideal leader behavior of superintend
ents.

It was found that superiors and subordinates tend to disagree

In their descriptions of an administrator's actual leadership behav
ior.

The results showed that:

(a) The perceptions of board members,

staff, and superintendents themselves of the real leadership behavior
of superintendents differed significantly from the three groups' de
scriptions of the Ideal behavior of superintendents,

(b) There was a

significant difference between board members' and staff's perceptions
of superintendents' leadership behavior,

(c) There was no significant

difference between board members' perceptions and superintendents'
perceptions of superintendents' leadership behavior,

(d) Board
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members rated the superintendents higher in consideration and initi
ating structure than the staff,

(e) There was a significant correla

tion between staff's perceptions and superintendents' self
descriptions on superintendents' initiating structure,

(f) Staff

agreed with each other in their descriptions of superintendents'
leadership behavior,

(g) Staff perceived superintendents to show

less consideration than did board members and superintendents them
selves.
tion.

Staff expected the superintendents to show more considera
Perceptions of staff members did not differ from school to

school on the consideration dimension.

It is interesting to note

that board members, staff, and superintendents agreed that an ideal
superintendent is one who scored high on consideration and initiating
structure dimensions of leadership behavior.
In the college setting, Hemphill (1957) surveyed 27 departments
in a liberal arts college.

He found that departments which were re

puted to be the most ably administered had chairmen who scored high
in the consideration and the initiating structure dimensions of lead
ership.

Hemphill (1957) stated the following findings:

Those departments with the best reputations for good ad
ministration have chairmen who are described as above
average on both consideration and initiating structure.
It appears that optimal amounts of both of these types of
behavior are required in order that a department earn a
reputation for good administration.' (p. 85)
There have been numerous studies done in industrial settings.
One study done at International Harvester Company by Fleishman,
Harris, and Burtt (1955) showed that the perceived leadership behav
ior of factory foremen in the areas of consideration and initiating

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

29
structure was related to absenteeism, accidents, turnover, and
grievances.

Foremen who scored high on consideration were receiving

more favorable attitudes from their subordinates.

The departments of

highly "considerate" foremen were found to have reduced rates of
grievances and reduced absenteeism.

There were significant differ

ences between production and nonproduction departments.

In non

production departments, consideration was positively correlated with
the ratings of foremen's performances.

In production departments,

initiating structure was positively related to foremen's performance
ratings.

It was found that when consideration scores were from low

to medium, the grievance rate had the biggest drop.

But when initi

ating structure scores increased, so did the grievance rate.

The

grievance rate increased sharply when initiating structure scores
were at medium to high levels.
turnover rate.

There was a similar relationship in

Those foremen who scored moderate on initiating struc

ture and high on consideration were responsible for the lowest griev
ance and turnover rates.
Skinner (1969) and House, Filley, and Kerr (1971) found that
high initiating structure and high consideration were related to low
turnover and grievance rates.

It was speculated that different orga

nizations and different management levels would have contributed to
the slightly different relationships.

In studying the leadership be

havior of foremen in Israel, Fleishman and Simmons (1970) found that
foremen scoring high on both consideration and initiating structure
were perceived as most effective.

Those who scored low on both dimen

sions were perceived as least effective.
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Oaklander and Fleishman (1964) found high consideration scores
associated with lower intra-unit stress, and higher initiating struc
ture scores associated with lower inter-unit stress in hospitals.
In studying the relationship between nursing supervisors’ taskand socio-emotional- (relationship) orientations and their subordi
nates' satisfaction, Gruenfeld and Kassum (1973) found that nursing
supervisors in pediatric hospitals who showed high levels of taskorientation and consideration do provide higher levels of satisfac
tion among their subordinates and better patient care as perceived
by other nurses.
In comparing initiating structure and consideration and organi
zational size of 51 county level social service agencies. Miles and
Petty (1977) found that initiating structure was more effective in
smaller agencies than in larger agencies, but leader consideration
did not vary with the size of agency.
In the review of literature on mental health leadership and ad
ministration, it was found that a limited amount of information exists
in the area.

The findings of Feldman (1972), Greenblatt (1972), and

other authors regarding the paucity of literature in the area is
still supported at this time.

Howell's studies in 1977 and 1979 pro

vided some insight on leadership in a CMH setting.

The studies ex

plored the leadership behavior and effectiveness of 43 administrators
(six directors and 37 program chiefs) in six CMHC throughout the
country.

Leadership behavior was examined in two dimensions:

sideration and initiating structure.

con

Fleishman's Supervisory Behav

ior Description (SBD) questionnaire developed in 1970 was used to
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measure the two dimensions of leader behavior.

According to Fleish

man's definition, consideration reflects the extent to which a super
visor exhibits behavior Indicative of friendship, mutual trust and
respect, and good "human relations" toward the members of his group.
A high score In this dimension Indicates a climate of good rapport
and two-way communication; a low score Indicates that the supervisor
Is seen to be Impersonal In his relations with group members.

Initi

ating structure reflects the extent to which a supervisor exhibits
the behavior of a leader In organizing and defining the relationships
between himself and the group, defining Interactions among group mem
bers, establishing ways of getting the job done, scheduling, criticiz
ing, etc.

A high score In this dimension describes the supervisor

who plays a very active role In directing group activities through
planning, supplying Information, trying out new Ideas, criticizing,
and so forth.

A low score characterizes a supervisor who Is likely

to be relatively Inactive In giving direction In these ways.

Three

to eight subordinates were chosen from each administrator's staff to
evaluate the administrator's behavior.

Center effectiveness ratings

established by NIMH and the Public Policy Research Organization of
University of California, Irvine, on 10 different performance crite
ria were used to gauge center effectiveness.

In addition, two per

formance factors were used to measure organizational effectiveness:
Indirect and direct services.

Howell (1979) defined Indirect ser

vices as the coordinating efforts of mental health services In the
catchment area, such as consultation and education.
vices were labeled as Factor I.

Indirect ser

Factor II was direct services which
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are direct care giving functions of the CMHC, such as inpatient ser
vices, outpatient services, partial hospitalization services, etc.
Two factor scores (Factor I for indirect services and Factor II for
direct services) were obtained from each CMHC to be used as a measure
ment of organizational effectiveness.
Findings in Howell's (1979) study showed that CMHC administra
tors scored low to low-average (range from 54 to 77) in consideration
and high average to high (range from 41 to 52.4) in initiating struc
ture.

When leadership behavior was compared with CMHC effectiveness,

the study showed that for CMHC administrators who displayed high con
sideration and initiating structure, their CMHC was less effective in
providing direct and indirect services.

"There seems to be a defi

nite, mild, relationship between administrators' Consideration and
Initiating Structure behavior and CMHC effectiveness" (Howell, 1979,
p. 130).
In his discussion, Howell suggested that "center directors' be
havior seemed more important than program chiefs' behavior.

The spe

cific dimension of the directors' behavior that was most important
varied with the performance criterion under Consideration" (p. 131).
Howell hypothesized that the CMHC director who is termed effective
may have "established certain basic behavior patterns of administra
tive leadership for the center, with program chiefs fulfilling leader
ship roles that are complementary to the director's behavior" (p.
131).
The characteristics of CMHC administrators and the effectiveness
of their CMHC were examined by Howell in 1976.

The sample studied
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was 48 administrators (six directors and 42 program chiefs) In six
CMHC's throughout the country.

Ghlsell's Self Description Inventory

questionnaire was used to measure administrators' characteristics.
Characteristics measured Included personality traits, abilities, and
motivations.

Based on Ghlsell's research findings that certain

traits can distinguish effective from noneffective administrators,
Howell compared Individual characteristics of CMHC administrators
with CMHC effectiveness.

Administrators' characteristics were de

fined as supervisory ability. Intelligence, Initiative, selfassurance, decisiveness, need for occupational achievement and selfactuallzatlon, and the lack of need for high financial reward and job
security.

Howell hypothesized that the above characteristics are

positively related to centers' effectiveness.

That Is, the higher

the level of these characteristics and the lower the need for high
financial reward and job security of CMHC administrators, the more
effective their CMHC's.

Center effectiveness ratings on 10 separate

criteria established by NIMH were used to test center effectiveness.
Similar to the 1979 study, two performance factors of Indirect and
direct services were utilized to yield two factor scores for each
CMHC as measurement of organizational effectiveness.
Results showed that the administrators' abilities (Including
Intelligence and Initiative) may be slightly positively correlated
with their centers' effectiveness, whereas personality traits (selfassurance and decisiveness) and motivations (need for occupational
achievement and self-actuallzatlon and lack of need for financial
reward and job security) may be slightly negatively correlated with
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center effectiveness.

In the study, Howell reported no definite rela

tionships exist between the characteristics of CMHC administrators
and CMHC effectiveness.

The author attributed the following possible

explanations for little support for his hypotheses:

(a) Erroneous

predictions in his hypotheses due to the fact that predictions from
previous studies centered in other types of organizations, mostly
industrial, and were not comparable nor easily applied to CMHC orga
nizational settings,

(b) Treatment programs and services are diffi

cult to measure in terms of effectiveness.

There are no commonly

agreed upon definitions of "mental health" and "mental illness."
(c) "It may be that the unique nature of CMHC's requires an equally
unique type of administrator— one who bears very little resemblance
to the effective administrator of other organizations" (Howell, 1979,
p. 132).
Hunt, O s b u m , and Larson's (1973) study of mental health admin
istrators in noncustodial-oriented organizations showed that there
was

a preference for higher consideration but when performance was

considered, there appeared to be little difference between high and
low consideration.

Conversely, high initiating structure yields sig

nificantly lower performance in a noncustodial-oriented organization.
A study of clinical managers' effectiveness in community based
mental health facilities was conducted by Steger, Woodhouse, and
Goocey (1973).

The study emphasized performance and related manage

ment characteristics.

"Administrative Skill" and "Interpersonal

Skill" were identified as the factors in measuring management effec
tiveness.

"Administrative Skill" is characterized as "objectivity.
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decisiveness, planning, resource allocation, information feedback,
job expectations and performance feedback" (p. 79), while "credibil
ity, openness, empathy, and participative management" (p. 79) are
characteristics of "Interpersonal Skill."

The authors considered

"Administrative Skill" similar to "Initiating Structure," and "IriLerpersonal Skill" similar to "Consideration."

This study suggested

that "empathy alone is not sufficient for effective management.

On

the other hand, a skilled administrator who is not erapathetic can
still be an effective leader.
possible managers" (p. 80).

With both he should be the best of all
The manager who was exhibiting "good

administrative skills" and "high empathy" was rated high in both
factors.

Each manager was rated by at least three subordinates and

one peer from another work group (team).

This study supports the

premise that high consideration and high initiating structure are
factors associated with leader effectiveness, although the terms used
in this study are different.

Research Hypotheses

In the review of literature, most studies tend to reveal that
groups and some subgroups differ significantly in the perceptions of
leader behavior.

The perceptions of CMH workers at different levels

of management are examined in this study because it is better to
utilize a combination of different groups of workers in predicting
overall group performance than one group (Hunt et al., 1973).

Con

sideration and initiating structure are utilized in this study to
examine leader behavior because they are the two fundamental
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leadership behaviors according to the LBDQ authors.
The following hypotheses are formulated to answer the questions
as stated in Chapter I (p. 8):
Hi :

There is a difference between the perceptions of program

supervisors and those of their immediate superordinates in describing
the leadership behavior of program supervisors according to considera
tion and initiating structure.
H2:

There is a difference between the perceptions of program

supervisors and those of their immediate subordinates in describing
the leadership behavior of program supervisors according to considera
tion and initiating structure.
H 3:

There is a difference between the perceptions of program

supervisors' immediate superordinates and immediate subordinates in
describing the leadership behavior of program supervisors according
to consideration and initiating structure.
Age is related to the perceptions of program supervisors
and their immediate superordinates and immediate subordinates in de
scribing the leadership behavior of program supervisors according to
consideration and initiating structure.
Hg:

Sex is related to the perceptions of program supervisors

and their immediate superordinates and immediate subordinates in de
scribing the leadership behavior of program supervisors according to
consideration and initiating structure.
Hg:

Education is related to the perceptions of program super

visors and their immediate superordinates and immediate subordinates
in describing the leadership behavior of program supervisors
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according to consideration and initiating structure.
Hy:

Years of experience in mental health is related to the per

ceptions of program supervisors and their immediate superordinates
and immediate subordinates in describing the leadership behavior of
program supervisors according to consideration and initiating struc
ture.
Hg:

Years of employment in agency is related to the perceptions

of program

supervisors and their immediate superordinates and immedi

ate subordinates in describing the leadership behavior of program
supervisors according to consideration and initiating structure.
Hg:

Years of employment in present job is related to the percep

tions of program supervisors and their immediate superordinates and
immediate subordinates in describing the leadership behavior of pro
gram supervisors according to consideration and initiating structure.
Hiq:
of program

Number of staff supervised is related to the perceptions
supervisors and their immediate superordinates and immedi

ate subordinates in describing the leadership behavior of program
supervisors according to consideration and initiating structure.
Hii:

Social associations with program supervisors is related to

the perceptions of the immediate superordinates and immediate sub
ordinates of program supervisors in describing the leadership behav
ior of program supervisors according to consideration and initiating
structure.
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CHAPTER III

DESIGN OF THE STUDY

This chapter describes the research methodology used in the
study as well as the instrument, population studied, data collection,
and analysis of data.

Instrument

The leadership behavior of community mental health center (CMHC)
program supervisors was examined in the study.

Three groups of CMHC

workers at different levels were selected to evaluate the leadership
behavior of CMHC program supervisors.

The Leadership Behavior De

scription Questionnaire (LBDQ) was chosen as the instrument for the
study because:
[It] offers a means of defining leader behavior dimensions
operationally, and in so doing makes it possible to empir
ically test . . . specific hypotheses about leader and
group behavior . . . the LBDQ provides a technique whereby
group members may describe the leadership behavior of des
ignated leaders in formal organizations. The LBDQ contains
items, each of which describes a specific way in which a
leader may behave.
The respondent indicates the frequency
with which he/she perceives the leader to engage in each
type of behavior.
(Halpin & Winer, 1957, p. 45)
In this study the LBDQ provided a means for the superordinates
and subordinates of program supervisors to evaluate program super
visors, and for program supervisors to evaluate themselves.

A re

spondent was asked to "think about how frequently the leader engages
in the behavior described by the item" (LBDQ-Form XII).

Then, the

38
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respondent was asked to "decide whether the leader (A) Always, (B)
Often,

(C) Occasionally,

(D) Seldom, or (E) Never acts as described

by the item" by marking his/her answer.

The program supervisors were

asked to decide whether they themselves were acting as described by
the item.

Attached to each questionnaire was a Biographical Data

Sheet to obtain personal information on each respondent regarding
age, sex, education, years of experience in mental health, years of
employment in agency, years of employment in present job, job title,
type of services or programs involved, number of staff supervised,
and social association with program supervisor.

A copy of the instru

ment can be found in Appendix B.
The LBDQ is a Likert-type instrument containing 100 items de
scribing 12 dimensions of leader behavior.
LBDQ was simple.

The administration of the

The instructions were explained on the face sheet

of each questionnaire.

The only alteration in wording was on ques

tionnaires sent to program supervisors who were asked to rate them
selves .
In order for the reader to be familiarized with the content of
the LBDQ, the subscales of each dimension and the statements of con
sideration and initiating structure dimensions are stated in Appendix
C.
In support of the LBDQ, Hemphill and Coons (1957) indicated
three strong points;

(a) the general ease by which data may be col

lected by the questionnaire, (b) the ease of statistical analysis be
cause of the multiple choice arrangement, and (c) the wide range of
responses returned indicates that the areas sampled are those in
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which variation does exist.

Reliability of the LBDQ

According to Stogdill (1963), the reliability of the LBDQ was
determined by a modified Kuder-Richardson Formula.

He stated that:

The modification consists in the fact that each item was
correlated with the remainder of the items in its sub
scale rather than with the subscale score including the
items. This procedure yields a conservative estimate of
subscale reliability,
(p. 8)
The reliability coefficients of each subscale from several highly
selected samples are shown in Appendix A (LBDQ-Form XII Manual).
In a leader behavior study on central office personnel, McDonald
(1967) found consideration and initiating structure accounted for
83.2% of the common factor.

When the Spearman Brown Formula was

applied, reliabilities for these factors became .93 for consideration
and .86 for initiating structure.

Validity of the LBDQ

In testing the validity of the LBDQ, Stogdill (1969) produced
motion pictures by setting scenes describing six subscales of the
LBDQ (consideration, initiating structure, production emphasis,
tolerance of freedom, influence with superiors, and representation).
Stogdill hypothesized that:
1. Two different actors playing the same role will
not be described as significantly different on the sub
scale of that role.
2. The same actor playing two different roles will
be described as significantly different on the subscales
for the two roles,
(p. 153)
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Adult actors were employed to play the roles of leader and fol
lower.

Each actor was instructed to play two roles:

scene and follower in another scene.

leader in one

The motion pictures were shown

to graduate students who were asked to describe the behavior of lead
ers.

The results were:
1. The same actor playing two different roles was
described as significantly higher in the enacted role
than in the other role.
2. No significant difference was found between two
different actors playing the same role.
(p. 157)

The Development of the Leader Behavior
Description Questionnaire

The Ohio State leadership studies were initiated in 1945 by
Shartle and further developed by the staff of Bureau of Business Re
search at Ohio State University at Columbus.
The LBDQ was developed by Hemphill and Coons (1957) in their
early attempt to identify various dimensions of leader behavior and
subsequently the instrument was refined by several researchers.

The

original LBDQ consisted of 150 items in the following nine dimensions:
(a) initiation, (b) membership, (c) representation, (d) integration,
(e) organization, (f) domination, (g) communication,
and (i) production.

(h) recognition,

It was first administered to 359 college stu

dents who were requested to describe specific leader behavior.

The

original LBDQ was then modified, refined, and administered to 300
aircraft crew members who were asked to describe the leader behavior
of their 52 aircraft commanders (Halpin & Winer, 1957).
Winer's LBDQ consisted of only eight dimensions.

Halpin and

They were:
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(a) membership,

(b) communication, (c) organization, (d) production,

(e) domination, (f) leadership quality, (g) goal direction, and
(h) initiative.

Through factor analysis the above eight dimensions

were reduced to four:

(a) consideration, (b) initiating structure,

(c) production emphasis, and (d) sensitivity (social awareness).
Consideration and initiating structure accounted for 83.2% of the
common variance.

That is, consideration accounted for 49.6% and

initiating structure for 33.6% of the variance.

Production emphasis

accounted for 9.8% and sensitivity accounted for 7% of the variance.
The remainder of the eight dimensions accounted for only 16.6% of the
variance.
tionnaire.

As a result, the LBDQ was developed into an 80-item ques
It contained 15 items for consideration, 15 items for

initiating structure, 25 items for production emphasis, and 25 items
for social awareness.

The LBDQ was revised again and contained 40

items primarily measuring the dimensions of consideration and initi
ating structure.

According to Halpin and Winer (1957), the estimated

reliabilities on these two dimensions were .93 for consideration and

.86 for initiating structure by using the Spearman Brown formula.
Halpin and Winer's (1957) study showed that the commanders who scored
high on both dimensions are considered "effective" leaders.
In 1963 Stogdill finalized the LBDQ-Form XII through his theory
of role differentiation and group achievement.

Since Stogdill viewed

consideration and initiating structure as too narrow to adequately
describe the variances in leader behavior, he introduced 10 more
dimensions which sum up the present Form XII.

The 10 dimensions that

Stogdill added to consideration and initiating structure are:
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(a) representation,
certainty,

(b) demand reconciliation, (c) tolerance of un

(d) persuasiveness, (e) tolerance of freedom, (f) role

assumption, (g) production emphasis, (h) predictive accuracy, (i)
integration, and (j) superior orientation.

Population

The population for the study was taken from the 1979 Directory
of Federally Funded Community Mental Health Centers compiled by the
National Institute of Mental Health (1979).

There are 24 Michigan

community mental health centers (CMHC) listed in the publication
(pp. 41-43).
Federally funded CMHCs were chosen for the study because of the
uniform types of services a CMHC must provide in order to receive
federal support (CMHC Amendments, 1975, Title III).

It was assumed

that each CMHC would be operating from at least five essential ser
vices;

(a) inpatient,

(b) outpatient,

(c) emergency, (d) partial

hospitalization, and (e) consultation and education (C & E ) .

When

the 24 Michigan CMHCs were contacted in June 1980, it was learned
that the majority of them were not receiving federal support.

In

fact, one center had exhausted its federal funding 8 years ago.

One

would assume that a latest document printed in 1979 and published by
the U.S. Government Printing Office and distributed by NIMH would
provide the latest and most accurate information.

This assumption

was proven to be incorrect.
For the purpose of the study, a CMHC is defined as an operating
center providing some mental health services and located in one or
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more facilities In a catchment area.

A center must be operating at

least two services In order to be Included In the study.
\

In order to establish the exact population for the study, the 24
CMHC directors were contacted via telephone to participate In the
study.

When telephone contacts were successful, each director was

given a brief description of the study and a request to furnish a
listing of his/her staff.

The directors were told to be expecting a

formal letter In the next few days outlining a more detailed descrip
tion of the study.

Of the 24 CMHC directors that were contacted over

the telephone, four directors refused to participate because of
"board policies" or did not want to subject his/her staff to another
research ordeal, etc.

Five directors were unable to be contacted

despite repeated phone calls.

Within a week following the phone con

tacts, the 15 directors who had agreed to participate were sent let
ters explaining In more detail the purpose of the study and requests
for listing of their staffs (see Appendix D ) .

For their convenience,

a form was Included for each director to complete by filling In the
names and business addresses of his/her staff (see Appendix E ) .
Follow-up letters were sent to those directors who did not return a
staff listing within 2 weeks (see Appendix F ) .

The five directors

who were not contacted over the telephone were sent letters explain
ing the purpose of the study and soliciting their participation.
Only 10 CMHCs representing seven counties In Michigan agreed to par
ticipate In the study.

Five directors who had agreed to participate

over the telephone later changed their minds.
answer their letters and telephone calls.

Two directors did not

One center was providing
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only a single service and therefore did not meet the population cri
teria.

Two centers were late returning their replies so they were

excluded from the study.
A listing of names of employees corresponding with the service
in which each was employed was furnished by each of the 10 center
directors.

This listing served as the sample for the study.

Three groups of CMHC workers employed at three different levels
of management were examined in the study.

They were program super

visors, the immediate superordinates of program supervisors, and the
immediate subordinates of program supervisors.

A program supervisor

is a CMHC worker who is in charge of a particular service or program,
who reports to an immediate superior, and who has line subordinates
under him/her.

An immediate superordinate is a CMHC worker who has

direct authority over the program supervisor and to whom the program
supervisor reports directly.

The immediate superordinate may be a

center director or program director depending on the organizational
structure of the center.

An immediate subordinate is a CMHC worker

who reports directly to the program supervisor.

A diagram to illus

trate the line of authority is presented in Figure 6 .

Superordinate (Center Director or
I
Program Director)
Program Supervisor

Î
Subordinates

Figure 6
Line of Authority of Program Supervisor,
Superordinate, and Subordinates
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Data Collection

Upon receiving a listing of employees* names from each CMHC di
rector, a list of participants consisting of program supervisors and
their immediate superordinates and immediate subordinates was com
piled.

Except for those program supervisors for whom only one sub

ordinate was listed, two subordinates under each program supervisor
were selected at random to participate in the study.
The method used to obtain data for the study was mailed ques
tionnaires.

Each participant was mailed the following:

(a) a cover

letter explaining the purpose of the study and soliciting participa
tion (see Appendix G ) , (b) a copy of the LBDQ and Biographical Data
Sheet (see Appendix B ) , (c) a letter of support by the Director of
Michigan Department of Mental Health (see Appendix H ) , and (d) a re
turn stamped envelope addressed to the investigator.
Because of the mailing of questionnaires to potential partici
pants depended on the list of names furnished by the center director,
questionnaires were mailed once a listing was received.
batch of questionnaires was sent on August 5, 1980.

The first

A total of 177

questionnaires were mailed to program supervisors and their immediate
superordinates and immediate subordinates at the 10 participating
CMHCs in Michigan.
respond.

Each participant was given at least 3 weeks to

Those participants who had not returned their question

naires within 3 weeks were mailed follow-up letters (see Appendix I).
Included in each follow-up letter was a questionnaire and a return
stamped envelope addressed to the investigator.

The cut-off date for
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the return of questionnaires was October 10, 1980.
Out of the 177 questionnaires sent to CMHC program supervisors
and their superordinates and subordinates, 128 questionnaires were
returned.

This constituted a 72% return rate.

A breakdown of re

turns by each group showed that 33 out of 46 program supervisors
(72%) returned their questionnaires.

Thirty-one out of 42 super-

ordlnates (74%) returned their questionnaires, and 64 out of 89
subordinates (72%) mailed back their questionnaires.

In a matched

group, where a superordinate, subordinate(s), and program supervisor
(who rated himself/herself) rated the same program supervisor, usable
questionnaires totaled 22 matched groups or 66 questionnaires (22
questionnaires from each group of program supervisors, superordinates,
and subordinates).

In the situation where a superordinate, a program

supervisor, or a subordinate did not return a questionnaire. It was
counted as missing data, and therefore, the other returned question
naire (s) In that group were labeled unusable.

The frequency distribu

tion of returned questionnaires Is presented In Table 1.

Data from

all returned questionnaires were scored, transferred to coding sheets,
and placed on magnetic tape for data analysis.

Data Analysis

Statistics Is a method used to analyze data and to aid the re
searcher In making Inferences about relationships among variables
(Kerllnger, 1964, p. 148).

Inferential statistical techniques were

applied to collected data In order to establish an empirical base for
conclusions of the study (Glass & Stanley, 1970, p. 2; Kerllnger,
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Table 1
Frequency Distribution of Respondents

Superordinate

Sent

Questionnaire
Returned

Usable
Data

Unusable
Data

I

3

3 (100%)

2

1

II

6

5 ( 83%)

5

0

III

5

5 (100%)

2

3

IV

3

0 (

0%)

0

0

V

2

2 (100%)

2

0

VI

5

5 (100%)

4

1

VII

4

0 (

0%)

0

0

VIII

5

2 ( 40%)

2

0

IX

4

4 (100%)

3

1

X

5

5 (100%)

2

3

42

31 ( 74%)

22

9

Total

Program Supervisor
ya

6 ( 86%)

2

4

II

6

6 (100%)

5

1

III

5

2 ( 40%)

2

0

IV

3

2 ( 67%)

0

2

V

2

2 (100%)

2

0

VI

5

4 ( 80%)

4

0

VII

4

2 ( 50%)

0

2

VIII

5

3 ( 60%)

2

1

IX

4

3 ( 75%)

3

0

X

5

3 ( 60%)

2

1

46

33 (72%)

22

11

I

Total

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

49
Table 1— Continued

Subordinate
Questionnaire
Sent
Returned

Usable Data
Treated^
Untreated

Unusable
Data

I

14

10 ( 71%)

4

2C

6

II

12

10 ( 83%)

8

5^

2

III

10

8 ( 80%)

4

26

4

IV

6

5 ( 83%)

0

0

5

V

4

4 (100%)

4

2f

0

VI

7

4 ( 57%)

4

0

0

VII

7

3 ( 43%)

0

0

3

VIII

10

7 ( 70%)

3

28

4

IX

9

7 ( 78%)

5

3h

2

X

10

6 ( 60%)

3

2i

3

89

64 ( 72%)

35

Total

22

29

Note. Total questionnaires sent = 177, total questionnaires
returned = 128, and rate of returns = 72%
®4 program supervisors have no immediate superordinate; there
fore, yielding unusable data.
^In the case when two questionnaires under the same program
supervisor were returned, the mean score of the two was taken and
treated as one.
(=4 questionnaires treated as 2 .

*^6 questionnaires treated as 3, 2 separate questionnaires
:ed as 1 + 1 each.
%

questionnaires treated as 2 .
questionnaires treated as 2 .

®2 ques tionnaires treated as 1 , 1 questionnaire treated as 1 .
^4 ques tionnaires treated as 2 , 1 questionnaire treated as 1 .
h

ques tionnaires treated as 1 , 1 questionnaire treated as 1 .
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1964, p. 149).

There are two functions in inferential statistics:

(a) to predict or estimate a population parameter from a random or
representative sample, and (b) to test statistically based hypotheses
(Leedy, 1974, p. 140).
The purpose of the study was to deal with the latter, i.e.,
to determine whether there were differences in perceptions among
three groups of CMHC workers in describing the leadership behavior of
program supervisors as measured by the LBDQ.

Consideration and

initiating structure were the two major dimensions of leadership be
havior used in the study.

Consideration is defined as:

"behavior

indicative of friendship, mutual trust, respect, and warmth in the
relationship between leader and members of his staff."
structure is defined as:

Initiating

"the leader's behavior in delineating the

relationship between himself and members of the work-group and in
endeavoring to establish well-defined patterns of organization,
channels of communication, and methods of procedure" (Halpin, 1951,
p. 1).
The instrument used in the study was the LBDQ.

The LBDQ is a

Likert-type instrument measuring the frequency of behavior in which
a leader engages.

The frequency of behavior was measured by five

adverbs of always, often, occasionally, seldom, and never.

In the

LBDQ, A stands for always, B for often, C for occasionally, D for
seldom, and E for never.

For the purpose of scoring as indicated in

the manual (Stogdill, 1963, p. 4), numerical values were assigned to
the letters as follows:

A (always) = 5 points, B (often) = 4 points,

C (occasionally) = 3 points, D (seldom) = 2 points, and E (never) =
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1 point.

All items on each questionnaire were scored as indicated

except for 20 items which were scored by reversing the scale.

For

A (always), the numerical value became 1, B (often) = 2, C (occasion
ally) = 3, D (seldom) = 4, and E (never) = 5.

The 20 items that were

scored by reversing the scale were Items 6 , 12, 16, 26, 36, 42, 46,
53, 56, 57, 61, 62, 65, 66 , 68 , 71, 87, 91, 92, and 97.

On each re

turned questionnaire, the scores of each dimension were calculated to
yield a total score for that dimension.

Then the total scores of the

three groups of CMHC workers were compared by their mean scores.

In

the situation where two subordinates of a program supervisor re
sponded, the scores of the two subordinates were combined to yield a
mean score which was used as a single score.

The task was to find if

there were significant differences in means between program super
visors and their immediate superordinates, between program super
visors and their immediate subordinates, and between the immediate
superordinates and immediate subordinates of program supervisors.
For the purpose of statistical analysis, the hypotheses are
stated as follows in the null form:
Hoi:

There is no difference in the mean perceptions on con

sideration and initiating structure between program supervisors and
immediate superordinates of program supervisors in describing the
leadership behavior of program supervisors.
Ho 2 :

There is no difference in the mean perceptions on con

sideration and initiating structure between program supervisors and
immediate subordinates of program supervisors in describing the
leadership behavior of program supervisors.
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Ho 3 :

There is no difference in the mean perceptions on con

sideration and initiating structure between immediate superordinates
and immediate subordinates of program supervisors in describing the
leadership behavior of program supervisors.
H 04 :

Age is not related to the mean perceptions on considera

tion and initiating structure of program supervisors and their imme
diate superordinates and immediate subordinates in describing the
leadership behavior of program supervisors.
H 05 :

Sex is not related to the mean perceptions on considera

tion and initiating structure of program supervisors and their imme
diate superordinates and immediate subordinates in describing the
leadership behavior of program supervisors.
Hog:

Education is not related to the mean perceptions on con

sideration and initiating structure of program supervisors and their
immediate superordinates and immediate subordinates in describing the
leadership behavior of program supervisors.
Hoy:

Years of experience in mental health is not related to the

mean perceptions on consideration and initiating structure of program
supervisors and their immediate superordinates and immediate sub
ordinates in describing the leadership behavior of program super
visors .
Hog:

Years of employment in agency is not related to the mean

perceptions on consideration and initiating structure of program
supervisors and their immediate superordinates and immediate sub
ordinates in describing the leadership behavior of program super
visors .
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Hog:

Years of employment in present job is not related to the

mean perceptions on consideration and initiating structure of program
supervisors and their immediate superordinates and immediate sub
ordinates in describing the leadership behavior of program super
visors .
HoiQ:

Number of staff supervised is not related to the mean

perception on consideration and initiating structure of program
supervisors and their immediate superordinates and immediate sub
ordinates in describing the leadership behavior of program super
visors .
Hoii:

Social association with program supervisors is not re

lated to the mean perceptions on consideration and initiating struc
ture of the immediate superordinates and immediate subordinates of
program supervisors in describing the leadership behavior of program
supervisors.
In testing the null hypotheses in this study, a probability
level of .05 in making Type I error was used.
hypotheses are nondirectional.

All the alternate

Statistical procedure used to test

all null hypotheses was repeated measures one-way analysis of vari
ance (ANOVA).

Once the mean and standard deviation for each dimen

sion were computed, the F-test for correlated groups was applied to
test the null hypotheses to determine whether differences exist.

Summary

The purpose of this chapter is to describe the population, data
collection, and data analysis used in this study.
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The population in this study consisted of CMHC program super
visors and their immediate superordinates and immediate subordinates
in Michigan community mental health centers.
The Leader Behavior Description Questionnaire was the instrument
used in the study to identify consideration and initiating structure
dimensions of leader behavior of CMHC program supervisors.

Data were

obtained from program supervisors, who rated themselves, and from
their immediate superordinates and immediate subordinates, who rated
the program supervisors.

The procedure used for data collection was

the mailed questionnaire.
Eleven null hypotheses were stated.

The repeated measures one

way analysis of variance was applied to these null hypotheses to test
for significant differences at the .05 level.
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CHAPTER IV

RESULTS

Introduction

The purpose of the study was to examine the leadership behavior
of CMHC program supervisors in Michigan as perceived by program
supervisors and their immediate superordinates and immediate sub
ordinates.

Consideration and initiating structure were the dimen

sions of leader behaviors examined in the study.
Data were provided by three groups of CMHC workers in 10 CMHCs
in Michigan.

The procedure used in the data collection was the

mailed questionnaire.

The instrument, the LBDQ, was mailed to 46

program supervisors, 42 superordinates, and 89 subordinates of pro
gram supervisors; a total of 177 CMHC workers.

A total of 128 re

spondents returned their questionnaires, which constituted a 72%
return rate.

Usable data consisted of 22 program supervisors, 22

superordinates, and 22 (treated) subordinates.

A frequency distribu

tion of the rate of return was presented in Table 1 (pp. 48-49).
The purpose of this chapter is to present the results of the
study.

The characteristics of the population, the results from the

hypotheses tested using one-way analyses of variance, and a summary
of the overall results are included in this chapter.

55
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Selected Characteristics of the Population

The characteristics of the respondents that were used are as
follows:

(a) age, (b) sex, (c) education, (d) years of experience In

mental health, (e) years of employment In agency, (f) years of em
ployment In present job,

(g) number of staff supervised by respondent,

(h) job title, (1) type of programs or services respondents were In
volved, and (j) social association with program supervisor.

These

characteristics were also used as Independent variables In testing
some hypotheses.

The population characteristics of CMHC workers In

Michigan who were Involved In this study, are discussed In the fol
lowing sections.

Age
The respondents were categorized by age Into two groups:
younger and older.

Younger was defined as ages 18 to 30.

defined as ages 31 and older.

Older was

Table 2 presents the frequency distri

bution of respondents' ages, respondents' ages whose data were usable,
and respondents' ages whose data were unusable.

Among the program

supervisors, superordinates, and subordinates, there was

a greater

proportion of Individuals whose age was over 30 years than below 31
years.

It should be noted that the percentage of older Individuals

among the usable questionnaires was lower than the percentage of
older Individuals among the received questionnaires for all three
groups.

This means that the unusable questionnaires tended to be to

a greater extent among the older respondents than the younger ones.
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Table 2
Frequency Distribution of Respondents’ Age

Questionnaires

Program
Supervisor

Superordinate

Subordinate

Totals

Younger
(18-30)

Older
(31 & Over)

Total

11

%

n

%

n

%

Received

7

20%

27

80%

34

100%

Usable

5

23%

17

77%

22

100%

Unusable

2

17%

10

83%

12

100%

Received

10

32%

21

68%

31

100%

Usable

8

36%

14

64%

22

100%

Unusable

2

22%

7

78%

9

100%

Received

27

43%

36

57%

63

100%

Usable

21

60%

14

40%

35

100%

Unusable

6

21%

22

79%

28

100%

Received

44

34%

84

66%

128

100%

Usable

34

43%

45

57%

79

100%

Unusable

10

20%

39

80%

49

100%
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Sex

Table 3 presents the frequency distribution of male and female
respondents.

The table shows that among the program supervisors and

superordinates there was a slightly higher proportion of question
naires from male respondents than female respondents.
was true for the subordinates.

The reverse

For all three groups the female re

spondents returned a slightly higher proportion of usable data than
the male respondents.
Returned questionnaires showed that a higher proportion of man
agement positions were occupied by male respondents.

That is, a

higher percentage of program supervisors and superordinates were male
individuals.

Female individuals showed a higher percentage among

subordinates.

Education

The frequency distribution of respondents' education is pre
sented in Table 4.
gorized into:

The education levels of respondents were cate

(a) below master's degree, (b) master's degree, and

(c) above master's degree.

Among the program supervisors, super

ordinates, and subordinates, there were a greater proportion of indi
viduals with "master's degree" than "below master's" and "above
master's."

The proportion of. "master's" individuals was higher than

"below master's" and "above master's" individuals among the usable
questionnaires.
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Table 3
Frequency Distribution of Respondents’ Sex

Female

Male

Total

Questionnaires

Program
Supervisor

Superordinate

Subordinate

Totals

n

%

n

%

n

%

Received

19

56%

15

44%

34

100%

Usable

12

55%

10

45%

22

100%

Unusable

7

58%

5

42%

12

100%

Received

19

61%

12

39%

31

100%

Usable

12

55%

10

45%

22

100%

Unusable

7

78%

2

22%

9

100%

Received

28

44%

35

56%

63

100%

Usable

15

43%

20

57%

35

100%

Unusable

13

46%

15

54%

28

100%

Received

66

52%

62

48%

128

100%

Usable

39

49%

40

51%

79

100%

Unusable

27

55%

22

45%

49

100%

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

CD
■D

O

Q.
C

g

Q.

Table 4
■D
CD

Frequency Distribution of Respondents' Education
C/)

W
o'
3
0
3

Below Master's

Master's

Above Master's

Total

Questionnaires

CD

n

8

%

n

%

n

%

%

IX

■D

(O '

3"

Program Supervisor

1
3

Received

2

6%

25

73%

7

21%

34

100%

Usable

2

10%

16

72%

4

19%

22

100%

Unusable

0

0%

9

75%

3

25%

12

100%

Received

1

3%

16

52%

14

45%

31

100%

Usable

1

5%

14

63%

7

32%

22

100%

Unusable

0

0%

2

22%

7

78%

9

100%

Received

24

38%

38

60%

1

2%

63

100%

Usable

13

37%

22

63%

0

0%

35

100%

Unusable

11

40%

16

57%

1

3%

28

100%

Received

27

21%

79

61%

22

18%

128

100%

Usable

16

20%

52

66%

' 11

14%

79

100%

Unusable

11

22%

27

56%

11

22%

49

100%

CD

"n

c
3.
3"
CD

Superordinate

CD

■D
O
Q.
C
a
O
3

■D

O

Subordinate

CD

Q.

■D
CD

Totals

(/)
o'

3

o\
o
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Years of Experience in Mental Health

The frequency distribution of respondents' years of experience
in mental health is presented in Table 5.
categorized into:

Years of experience are

(a) 1 to 6 years (less experience) and (b) more

than 6 years (more experience).

Table 5 shows that among the re

ceived questionnaires, the percentage of individuals with more than

6 years of experience was higher than individuals with less experi
ence.

In all three groups individuals with less experience tended

to return a higher proportion of usable questionnaires than did indi
viduals with more experience.

Years of Employment in Agencies

Table 6 presents the respondent's years of employment in their
respective mental health agencies.
rized into:

Years of employment are catego

(a) 1 to 3 years and (b) more than 3 years.

As shown

in Table 6 , among the program supervisors and subordinates, there
were more individuals with 1 to 3 years of employment than individ
uals with more than 3 years of employment in their agencies.
In all three groups the less experienced subgroups tended to
have greater proportions of usable questionnaires.

Years of Employment in Present Job

Table 7 presents respondents' years of employment in their pres
ent jobs.

Years of employment in present jobs are categorized into:

(a) 1 to 3 years and (b) more than 3 years.

Among the three groups
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Table 5
Frequency Distribution of Respondents'
Years of Experience in Mental Health

Questionnaires

Program
Supervisor

Superordinate

Subordinate

Totals

1-6 Years

More Than
6 Years

Total

11

%

n

%

Received

15

44%

19

56%

34

100%

Usable

10

45%

12

55%

22

100%

Unusable

5

42%

7

58%

12

100%

Received

10

32%

21

68%

31

100%

Usable

8

36%

14

64%

22

100%

Unusable

2

22%

7

78%

9

100%

Received

36

57%

27

43%

63

100%

Usable

26

74%

9

26%

35

100%

Unusable

10

36%

18

64%

28

100%

Received

61

48%

67

52%

128

100%

Usable

44

56%

35

44%

79

100%

Unusable

17

35%

32

65%

49

100%

n

%
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Table 6
■D
CD

Frequency Distribution of Respondents' Years of Employment in Agency
(/)
o'

3
O

Ques t ionnaires

1-3 Years

3"

Program Supervisor

i
3

CD

Missing Data

n_

%

n

%

11

Received

19

56%

14

41%

1

Usable

13

59%

9

41%

Unusable

6

50%

5

42%

Received

15

48%

16

Usable

12

54%

Unusable

3

Received

8

Total

%

n

3%

34

100%

22

100%

12

100%

52%

31

100%

10

46%

22

100%

33%

6

67%

9

100%

34

54%

29

46%

63

100%

Usable

22

63%

13

37%

35

100%

Unusable

12

43%

16

57%

28

100%

Received

68

53%

59

46%

128

100%

Usable

47

59%

32

41%

79

100%

Unusable

21

43%

27

55%

49

100%

"O
(O '

More Than
3 Years

1

8%

%

3.
3"
CD

CD

Superordinate

"D
O
Q.
C
a
O
3

■D
O
Subordinate
CD

Q.

■D
CD

cn

Totals

1

1%

(/)

1

2%

o\
Lü

CD
■D

O

Q.
C

g

Q.

Table 6

■D
CD

Frequency Distribution of Respondents' Years of Employment in Agency
C/)

W
o'
3
0
3

Questionnaires

1-3 Years

More Than
3 Years

Missing Data

Total

CD

8

n

%

IX

%

Received

19

56%

14

41%

CD

Usable

13

59%

9

41%

"n
c

Unusable

6

50%

5

42%

Received

15

48%

16

Usable

12

54%

Unusable

3

Received

(O '
3"

Program Supervisor

n

%

n

3%

34

100%

22

100%

12

100%

52%

31

100%

10

46%

22

100%

33%

6

67%

9

100%

34

54%

29

46%

63

100%

Usable

22

63%

13

37%

35

100%

Unusable

12

43%

16

57%

28

100%

Received

68

53%

59

46%

128

100%

Usable

47

59%

32

41%

79

100%

Unusable

21

43%

27

55%

49

100%

■D

1

%

1

3

3.

1

8%

3"
CD

CD

Superordinate

■D

O

Q.
C

a
O
3

■D

O
3"
CT

Subordinate

I—H
CD
O .

g
I—H
3"

O

"O
CD

(/)
(/)

Totals

1

1

1%

2%

o\
w

CD
■D

O

Q.
C

g

Q.

Table 7
■D
CD

Frequency Distribution of Respondents' Years of Employment in Present Job
C/)

W
o"
3
0
?

Questionnaires

1-3 Years

More Than
3 Years

Missing Data

Total

CD

n^

%

ri

%

11

Received

28

82%

5

15%

1

Usable

18

82%

4

18%

Unusable

10

83%

1

8%

8

%

n

%

3%

34

100%

22

100%

12

100%

■D
(O '

3"

Program Supervisor

1
3

CD

"n
c

1

8%

3.
3"
CD

Received

20

64%

11

36%

31

100%

"O
O

Q.

Usable

17

77%

5

23%

22

100%

O

Unusable

3

33%

6

67%

9

100%

Received

50

79%

13

21%

63

100%

Usable

30

86%

5

14%

35

100%

Unusable

20

71%

8

29%

28

100%

Received

98

77%

29

23%

128

100%

Usable

65

82%

14

18%

79

100%

Unusable

33

67%

15

31%

49

100%

Superordinate
CD

3

■D
O
Subordinate
CD

Q.

■D
CD

Totals

1

1%

(/)
(/)

1

2%

o\
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of program supervisors, superordinates, and subordinates, there were
more Individuals with 1 to 3 years of employment In their jobs than
Individuals with more than 3 years of tenure In their jobs.
In all three groups Individuals with 1 to 3 years of employment
In their jobs returned a higher proportion of usable questionnaires
than did Individuals with more than 3 years of employment In their
jobs.

Number of Staff Supervised by Respondents

Participants In the study were asked to stipulate the number of
staff members they were supervising at the community mental health
centers.
tion.

Table 8 presents the respondents’ reactions to that ques

The number of staff supervised by respondents were divided

Into three categories:

(a) zero staff, (b) small staff (one to 10

persons), and (c) large staff (more than 10 persons).

As Indicated

In Table 8 , the two categories of small and large staff were appli
cable only to program supervisors and superordinates.

The program

supervisors and superordinates tended to have a staff larger than 10
Individuals.

Most of the subordinates did not have any staff.

Job Titles

The frequency distribution of respondents' job titles Is pre
sented In Table 9.

At all levels of employment there were more

social workers than other kinds of professionals.
therapists/counselors.

Next In line were

Psychologists constituted the third highest

group.
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Table 8
■D
CD

Frequency Distribution of the Number of Staff Supervised by Respondents
C/)

W
o"
3
0
3

Zero (0 )

Small (1- 10)

Large (> 10)

Total

Questionnaires

CD

n

%

n

%

11

%

15

44%

19

56%

34

100%

Usable

9

41%

13

59%

22

100%

Unusable

6

50%

6

50%

12

100%

Received

10

32%

21

67%

31

100%

n

8

%

■D
(O '

3"

Program Supervisor

1
3

Received

CD

3.
3"
CD

Superordinates

CD

■D
O

Usable

9

41%

13

59%

22

100%

a
O

Unusable

1

11%

8

89%

9

100%

Q.
C

3

■D
O

Subordinates

CD

Q.

Received

36

57%

24

38%

3

5%

63

100%

Usable

15

43%

18

51%

2

6%

35

100%

Unusable

21

75%

6

21%

1

4%

28

100%

Received

36

28%

50

39%

42

33%

128

100%

Usable

15

19%

36

46%

28

35%

79

100%

Unusable

21

43%

14

29%

14

28%

49

100%

■D
CD

3
(/)
o"

Totals

CD
■D

O

Q.
C

g

Q.

Table 9

■D
CD

Frequency Distribution of Respondents' Job Titles
C/)

W
o"
3
0
3

Dir./
Admin.

Psychi
atrist

Psycho
logist

Social
Worker

Therapist/
Counselor

Reg.
Nurse

Others^
n

n

%

n

%

n

%

n

%

n

%

Received

1

3%

6

18%

13

38%

12

35%

2

3"

Usable

1 5%

4

18%

8

36%

7

32%

2

1

Unusable

n

CD

8
■D

Total

Questionnaires

Program
Supervisor

(O '

%

2 17%

%

n

%

6%

34

100%

9%

22

100%

5 42%

5 42%

12

100%

3

CD

Superordinate

3.
3"

Received

5

16%

7

23%

14

45%

5 16%

31

100%

Usable

2

9%

3

14%

12

55%

5

23%

22

100%

Unusable

3

33%

4

45%

2

22%

9

100%

10

16%

21

33%

16

25%

5

8%

10

16%

63

100%

6

17%

10

29%

9

26%

2

6%

8

23%

35

100%

4

14%

11

39%

7 25%

3

11%

2

7%

28

100%

CD

CD

■D
O

Q.
C

Subordinate

a
O

Usable

■D
O

Unusable

3

Totals

1

Received

2%

1 4%

Received

5

4%

2

2%

23

18%

48

37%

33

26%

7

5%

10

8%

128

100%

Usable

2

3%

1

1%

13

17%

30

38%

21

26%

4

5%

8

10%

79

100%

Unusable

3

6%

1

2%

10

20%

18

37%

12

25%

3

6%

2** 4%

49

100%

CD

Q.

■D
CD

3
(/)
w
o'

*One each; Activity Therapist» Music Therapist* Crisis Intervention Specialist* Infant Specialist* Resident
Manager* Program Aide* Family Case Consultant* and Education Consultant.

b^
Occupational Therapist (2 respondents).
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Types of Programs Involved by Respondents

The types of program rendered by respondents are presented in
Table 10.

The data shown in Table 10 were the number of programs or

services in which respondents were involved.

The majority of super

ordinates reported involvement in several programs due to administra
tive responsibilities over some or all programs in their centers.
All program supervisors (n = 34) and superordinates (n = 31) were re
ported to be involved in administration.

Only one subordinate re

ported to be involved in administrative services.

The data suggest

that a higher proportion of respondents were involved in administra
tive work than other services.

Social Associations with Program Supervisors

Superordinates' and subordinates' social associations with their
program supervisors are presented in Table 11.
association is categorized into:

The degree of social

(a) yes (there is social associa

tion with program supervisor) and (b) no (there is no social associa
tion with program supervisor).

Table 11 shows that there were a

greater proportion of individuals who associate socially with their
program supervisors than individuals who had no social association.
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Table 10
Frequency Distribution of Programs
Involved by Respondents

Number

Percent

Administration

66

22.3%

Outpatient

50

16.9%

Inpatient

29

9.8%

Aftercare

28

9.5%

Partial Hospitalization

28

9.5%

Consultation and Education

22

7.4%

Emergency

21

7.1%

Children

17

5.7%

Daycare

15

5.1%

Court Screening

8

2.7%

Drug and Alcohol

4

1.3%

Residential

3

1 .0%

Jail Rehabilitation

3

1 .0%

Elderly

2

.7%

Types of Program
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Table 11
The Degree of Social Association With Program
Supervisors by Superordinates
and Subordinates

Total

No

Yes
Questionnaires

Superordinate

Subordinate

n

n

n

%

Received

27

87%

4

13%

31

100%

Usable

18

82%

4

18%

22

100%

Unusable

9

100%

9

100%

Received

41

65%

22

35%

63

100%

Usable

22

63%

13

37%

35

100%

Unusable

19

68%

9

32%

28

100%

%

%

Data Analyses

The LBDQ was used to measure the leadership behavior of consid
eration and Initiating

structure as perceived by program super

visors and their Immediate superordinates and Immediate subordinates.
To examine the consideration and initiating structure dimensions of
leader behavior of program supervisors, null hypotheses were formu
lated for each of the research hypotheses.

The null hypotheses

stated that no differences exist among the means of the perception
scores of each of the three respondent groups:

program supervisors,

superordinates, and subordinates.
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Hypotheses 1, 2, and 3; Hypotheses Related
to Differences in Program Supervisors',
Superordinates *, and Subordinates * Mean
Perceptions on Consideration and Initiating
Structure

Null Hypotheses 1, 2, and 3 were stated as follows:
Hoj:

There Is no difference In the mean perceptions on consider

ation and Initiating structure between program supervisors and Imme
diate superordinates of program supervisors In describing the leader
ship behavior of program supervisors.
H 02 :

There Is no difference In the mean perceptions on consider

ation and Initiating structure between program supervisors and Imme
diate subordinates of program supervisors In describing the leader
ship behavior of program supervisors.
H 03 :

There Is no difference In the mean perceptions on consider

ation and Initiating structure between Immediate superordinates and
Immediate subordinates of program supervisors In describing the lead
ership behavior of program supervisors.
The analyses of variance results on consideration and Initiating
structure of program supervisors and their Immediate superordinates
and Immediate subordinates are presented In Table 12.
To clarify the number of subordinates' usable data, the sub
ordinates returned 35 usable questionnaires.

When two subordinates

of a program supervisor returned usable questionnaires, the mean
scores of the two subordinates were taken to yield a single mean
score.

When comparing mean perceptions on consideration and Initi

ating structure with different groups of selected characteristics.
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the data of paired subordinates were not used if these individuals
did not fall in the same category.

Table 12
Analyses of Variance Results on Consideration
and Initiating Structure of Program
Supervisors, Superordinates,
and Subordinates

Consideration
Mean

^

Initiating
Structure
Mean

^

Number

Program Supervisor

38.95

3.41

39.45

5.43

22

Superordinate

36.95

4.22

37.18

6.63

22

Subordinate

36.56

6.39

37.27

6.47

22

F-Ratio
Degrees of Freedom
F-Probability

.95
2, 63
.39

1.54
2, 63

.22

An F-test for correlated groups was selected to test the differ
ences in means between groups and within groups.
nificance for making Type I error was used.

A .05 level of sig

The results in Table 12

show that no significant difference in mean perceptions existed.
Therefore, Null Hypotheses 1, 2, and 3 were not rejected.

Hypotheses 4 to 11; Hypotheses Related to
Selected Characteristics of Program Super
visors, Superordinates, and Subordinates

Hypotheses 4 to 11 were formulated in the null form to test the
differences in mean perceptions on consideration and initiating
structure among program supervisors, superordinates, and subordinates
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based on selected characteristics of respondents.
ables used to test Hypotheses 4 to 11 were:

Independent vari

age, sex, education,

years of experience in mental health, years of employment in agency,
years of employment in present job, number of staff respondents were
supervising, and social associations with program supervisors.
Null hypotheses dealing with differences between two age groups
are as follows:
Hoii^i:

There is no difference in program supervisors' mean per

ceptions on consideration between younger and older groups.
There is no difference in program supervisors' mean per
ceptions on initiating structure between younger and older groups.
H0 4 3 :

There is no difference in superordinates' mean percep

tions on consideration between younger and older groups.
Ho 4 ,4 :

There is no difference in superordinates' mean percep

tions on initiating structure between younger and older groups.
Ho 4 ,5:

There is no difference in subordinates' mean perceptions

on consideration between younger and older groups.
Ho% g:

There is no difference in subordinates' mean perceptions

on initiating structure between younger and older groups.
Table 13 presents the analyses of variance results of program
supervisors', superordinates', and subordinates' perceptions on con
sideration and initiating structure between younger and older groups.
The results showed that no significant differences existed in the
mean perceptions on consideration and initiating structure between
younger and older groups of program supervisors, and between younger
and older groups of subordinates at the .05 level.

However, the

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

74
Table 13
Analyses of Variance Results of Program Supervisors’,
Superordinates *, and Subordinates’ Perceptions on
Consideration and Initiating Structure
Between Younger and Older Groups

Consideration

Program
Supervisor

Younger

Older

Younger

Older

40.60

38.47

42.20

38.65

SD

2.97

3.47

4.66

5.50

N

5

Mean

F-Ratio
Df
F-Prob.

Superordinate

Mean

N

Mean

N
F-Ratio
Df
F-Prob.

17

5

1.54
1 , 20
.23

17
1.71
1 , 20

.21

34.50

38.36

33.50

39.28

2.45

4.45

6.21

6.09

8

F-Ratio
Df
F-Prob.

Subordinate

Initiating Structure

14

8

5.06
1 , 20
.04

14
4.53
1 , 20
.05

37.50

37.67

38.86

34.33

7.20

2.08

6.36

11.93

11

3

.001
1 , 12
.97

11

3
.84
1 , 12
.38
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results showed that a significant difference did exist in the mean
perceptions on consideration and initiating structure between younger
and older groups of superordinates at the .05 level.
Null hypotheses dealing with differences between males and
females are as follows:
Hogi:

There is no difference in program supervisors' mean per

ceptions on consideration between male and female groups.
Ho5_2:

There is no difference in program supervisors' mean per

ceptions on initiating structure between male and female groups.
H0 5 3 :

There is no

difference in superordinates' mean

percep

tions on consideration between male and female groups.
H 05 .1t:

There is no

difference in superordinates' mean

percep

tions on initiating structure between male and female groups.
H 05 .5:

There is no difference in subordinates' mean perceptions

on consideration between male and female groups.
H 05 .6 :

There is no

difference in subordinates' mean perceptions

on initiating structure between male and female groups.
Table 14 presents the analyses of variance results of program
supervisors', superordinates', and subordinates' perceptions on con
sideration and initiating structure between male and female groups.
The results showed that no significant difference existed between
male and female groups at the .05 level.

Therefore, none of the null

hypotheses related to the differences between males and females were
rejected.
Null hypotheses dealing with the differences among groups with
different educational levels are as follows:
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Table 14
Analyses of Variance Results of Program Supervisors',
Superordinates', and Subordinates * Perceptions
on Consideration and Initiating Structure
Between Male and Female Groups

Consideration

Program
Supervisor

Mean
SD
N

Male

Female

Male

Female

38.75

39.20

38.67

40.40

3.08

3.94

3.14

7.41

12

F-Ratio
Df
F-Prob.

Superordinate

Mean

N

Mean

10

12

10

.91

.54

1 , 20

1 , 20

.77

.47

37.92

35.80

38.67

35.40

4.23

4.13

6.23

6.98

12

F-Ratio
Df
F-Prob.

Subordinate

Initiating Structure

10

12

1.39
1 , 20
.25

10
1.35
1 , 20
.26

33.70

36.44

37.40

38.06

SD

9.35

6.53

8.26

7.54

N

5

8

5

8

F-Ratio
Df
F-Prob.

.39

1 , 11
.54

.02
1 , 11
.88

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

77
Hog.i:

There is no difference in program supervisors' mean per

ceptions on consideration among different educational groups.
Ho 0 ,2 ’

There is no difference in program supervisors' mean per

ceptions on initiating structure among different educational groups.
Hog 3 :

There is no difference in superordinates' mean percep

tions on consideration among different educational groups.
H o g ,4 :

There is no difference in superordinates' mean percep

tions on initiating structure among different educational groups.
Hogg:

There is no difference in subordinates' mean perceptions

on consideration among different educational groups.
Hog,g:

There is no difference in subordinates' mean perceptions

on initiating structure among different educational groups.
The analyses of variance results of program supervisors', super
ordinates', and subordinates' perceptions on consideration and initi
ating structure among different educational groups are presented in
Table 15.

The results showed that no significant difference existed

in program supervisors', superordinates', and subordinates' mean per
ceptions on consideration and initiating structure among different
educational groups at .05 level.

Therefore, none of the null hypoth

eses dealing with differences among the groups with various educa
tional levels were rejected.
Null hypotheses dealing with differences between two groups with
different number of years of experience in mental health are as fol
lows ;
Hoy,!:

There is no difference in program supervisors' mean per

ceptions on consideration between groups with different years of
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Table 15
Analyses of Variance Results of Program Supervisors',
Superordinates', and Subordinates' Perceptions
on Consideration and Initiating Structure
Among Different Educational Groups

Initiating Structure

Consideration
Lower
Than
Master's Master's

Higher
Than
Master's

Lower
Than
Master's Master's

Higher
Than
Master's

Program
Supervisor
Mean

N

39.00

39.19

38.00

41.50

40.31

35.00

1.41

3.80

2.71

4.95

5.67

2.16

4

2

2

F-Ratio
Df
F-Prob.

16

16

4

1.82
2, 19
.19

.18
2, 19
.84

Superordinate
Mean

31.00

SD
N

1

F-Ratio
Df
F-Prob.

36.78

38.14

4.59

3.02

14

7

24.00

1

1.32
2, 19
.29

36.71

40.00

5.95

6.19

14
3.20
2, 19
.64

Subordinate
Mean

35.62

35.41

38.87

37.27

SD

7.65

7.62

8.53

7.09

N

4

F-Ratio
Df
F-Prob.

11

.002
1, 13
.96

4

11
.14
1, 13
.72
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experience in mental health.

Hoy.2:

There is no difference in program supervisors' mean per

ceptions on initiating structure between groups with different years
of experience in mental health.
H 07 .3:

There is no difference in superordinates' mean percep

tions on consideration between groups with different years of experi
ence in mental health.
H 07 .4 :

There is no difference in superordinates' mean percep

tions on initiating structure between groups with different years of
experience in mental health.
Hoy. 5:

There is no difference in subordinates' mean perceptions

on consideration between groups with different years of experience in
mental health.
Hoy.g:

There is no difference in subordinates' mean perceptions

on initiating structure between groups.with different years of experi
ence in mental health.
The analyses of variance of program supervisors', superordi
nates', and subordinates' perceptions on consideration and initiating
structure between groups with different years of experience in mental
health are presented in Table 16.

The results showed that no signif

icant difference existed in program supervisors', svperordinates', and
subordinates' mean perceptions on consideration and initiating struc
ture between groups with different years of experience in mental
health at .05 level.

Therefore, the null hypotheses testing the dif

ference between the two levels of experience in mental health were
not rejected.
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Table 16
Analyses of Variance Results of Program Supervisors',
Superordinates', and Subordinates’ Perceptions
on Consideration and Initiating Structure
Between Groups With Different Years of
Experience in Mental Health

Consideration

Program
Supervisor

Mean
SD
N

1-6

More
Than 6

1-6

More
Than 6

41.10

38.08

39.50

38.50

5.80

4.93

4.22

2.68

Mean

10

.45

12

1 , 20

1.74
1 , 20

.51

.20

34.87

38.50

35.25

37.93

SD

6.65

6.55

3.61

4.36

N

8

F-Ratio
Df
F-Prob.

Subordinate

12

10

F-Ratio
Df
F-Prob.

Superordinate

Initiating Structure

Mean

N
F-Ratio
Df
F-Prob.

14

8

2.16

14
1.56
1 , 20
.23

1 , 20
.16

37.54

40.67

36.77

37.33

6.49

8.74

6.39

9.29

13

3

.02
1 , 14
.90

13

3
.51
1, 14
.49
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Null hypotheses dealing with differences between two groups with
different years of employment in mental health agency are as follows:
Hog.i:

There is no difference in program supervisors’ mean per

ceptions on consideration between groups with different years of
employment in agency.
Hog 2 :

There is no difference in program supervisors' mean per

ceptions on initiating structure between groups with different years
of employment in agency.
Hog. 3 :

There is no difference in superordinates' mean percep

tions on consideration between groups with different years of employ
ment in agency.
Hog. 4 :

There is no difference in superordinates' mean percep

tions on initiating structure between groups with different years of
employment in agency.
Hog. 5 :

There is no difference in subordinates' mean perceptions

on consideration between groups with different years of employment in
agency.
Hog g:

There is no difference in subordinates' mean perceptions

on initiating structure between groups with different years of employ
ment in agency.
The analyses of variance results of program supervisors', super
ordinates ', and subordinates' perceptions on consideration and initi
ating structure between groups with different years of employment in
agency are presented in Table 17.

The results showed no significant

difference existed in program supervisors' and superordinates' mean
perceptions on consideration and initiating structure among groups
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Table 17
Analyses of Variance Results of Program Supervisors *,
Superordinates', and Subordinates' Perceptions
on Consideration and Initiating Structure
Between Groups With Different Years
of Employment in Agency

Cons iderat ion

Program
Supervisor

Mean
SD
N

1-3

More
Than 3

1-3

More
Than 3

38.15

40.11

38.62

40.67

3.58

2.98

5.77

4.97

13

Mean

N

Mean
SD
N
F-Ratio
Df
F-Prob.

13

9
.75

1 , 20
.40

36.17

37.90

36.25

38,30

3.93

4.58

6.19

7.29

12

F-Ratio
Df
F-Prob.

Subordinate

9
1.81
1 , 20
.19

F-Ratio
Df
F-Prob.

Superordinate

Initiating Structure

10

12

10
.51
1 , 20
.48

.91
1 , 20
.35

34.36

40.14

34.50

41.36

4.66

7.15

5.83

7.03

11

7
4.36
1 , 16
.05

11

7
5.06
1 , 16
.04
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with different years of employment in agency at .05 level.

However,

the results indicated that a significant difference existed in sub
ordinates' mean perceptions on consideration and initiating structure
between groups with different years of employment in agency at .05
level.
Null hypotheses dealing with difference between two groups with
different years of employment in present job are as follows:
Hog

There is no difference in program supervisors' mean per

ceptions on consideration between groups with different years of
employment in present job.
Hog 2 :

There is no difference in program supervisors' mean per

ceptions on initiating structure between groups with different years
of employment in present job.
Hog 3:

•

There is no difference in superordinates' mean percep

tions on consideration between groups with different years of employ
ment in present job.
Hog,^:

There is no difference in superordinates' mean percep

tions on initiating structure between groups with different years of
employment in present job.
Hog^g:

There is no difference in subordinates' mean perceptions

on consideration between groups with different years of employment in
present job.
Hog_ 0 :

There is no difference in subordinates' mean perceptions

on initiating structure between groups with different years of employ
ment in present job.
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The analyses of variance results of program supervisors *, super
ordinates', and subordinates' perceptions on consideration and initi
ating structure between groups with different years of employment in
present job are presented in Table 18.

The results showed that no

significant difference existed in program supervisors', superordi
nates ', and subordinates' mean perceptions on consideration and ini
tiating structure between groups with different years of employment
in present job at .05 level.

Therefore, null hypotheses testing the

differences between those with 1 to 3 years of experience in the
present job and those with more than 3 years in the present job were
not rejected.
Null hypotheses dealing with the differences among groups with
different size of supervised staff are as follows;
Hoio.l*

There is no difference in program supervisors' mean

perceptions on consideration among groups with different size of
supervised staff.
H 010 .2 !

There is no difference in program supervisors' mean

perceptions on initiating structure among groups with different size
of supervised staff.
Hoio.3*

There is no difference in superordinates' mean percep

tions on consideration among groups with different size of supervised
staff.
H 010 .4 :

There is no difference in superordinates' mean percep

tions on initiating structure among groups with different size of
supervised staff.
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Table 18
Analyses of Variance Results of Program Supervisors’,
Superordinates’, and Subordinates’ Perceptions
on Consideration and Initiating Structure
Between Groups With Different Years of
Employment in Present Job

Consideration

Program
Supervisor

Mean

N

1-3

More
Than 3

1-3

More
Than 3

39.00

38.75

39.61

38.75

3.74

1.50

5.95

2.22

Mean
SD
N

Mean
SD
N
F-Ratio
Df
F-Prob.

4

18

.02
1 , 20

1 , 20

.90

.78

.08

36.41

38.80

36.35

4.37

3.42

6.33

5

17

F-Ratio
Df
F-Prob.

Subordinate

4

18

F-Ratio
Df
F-Prob.

Superordinate

Initiating Structure

46.00

2.21

37.00

46.00

6.83

1

1, 17
.15

5
1.18
1 , 20
.29

6.18
18

7.58

17

1.25
1 , 20
.28

36.55

40.00

1

18
1.65
1, 17

.22
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^°10.5*

There is no difference in subordinates’ mean percep

tions on consideration among groups with different size of supervised
staff.
Hoio. 6 *

There is no difference in subordinates’ mean percep

tions on initiating structure among groups with different size of
supervised staff.
The analyses of variance results of program supervisors’, super
ordinates ’, and subordinates’ perceptions on consideration and initi
ating structure among groups with different sizes of supervised staff
are presented in Table 19.

The results showed that no significant

difference existed in program supervisors’, superordinates’, and sub
ordinates’ mean perceptions on consideration and initiating structure
among groups with different size of supervised staff at .05 level.
Therefore, none of the null hypotheses in this area were rejected.
Null hypotheses dealing with difference between two groups with
different degree of social associations with program supervisors are
as follows:
Hoii_i:

There is no difference in superordinates’ mean percep

tions on consideration between groups with different degree of social
associations with program supervisors.
hoii. 2 *

There is no difference in superordinates’ mean percep

tions on initiating structure between groups with different degree of
social associations with program supervisors.
Hoii, 3 :

There is no difference in subordinates’ mean percep

tions on consideration between groups with different degree of social
associations with program supervisors.
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Table 19
Analyses of Variance Results of Program Supervisors',
Superordinates ', and Subordinates' Perceptions
on Consideration and Initiating Structure
Among Groups With Different Size
of Supervised Staff

Initiating Structure

Consideration
Zero
(0 )

Small
(<10)

Large
(>10)

38.92

37.22

41.00

3.17

6.85

3.74

Small
(<10)

Large
(>10)

39.00
3.94

Zero
(0 )

Program
Supervisor
Mean

N

9

F-Ratio
Df
F-Prob.

13

9

1 , 20

2.79
1 , 20

.96

.11

.003

13

Superordinate
Mean

N

35.33

38.08

34.33

39.15

3.39

4.50

6.32

6.32

9

F-Ratio
Df
F-Prob.

13

9

2.39
1 , 20
.14

13

3.09
1 , 20
.09

Subordinate
Mean

N
F-Ratio
Df
F-Prob.

37.33

36.86

39.92

36.50

6.80

6.92

4.60

8.37

6

11
.02
1, 15
.89

6

11
.84
1, 15
.37
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Hoii. 4 :

There is no difference in subordinates' mean percep

tions on initiating structure between groups with different degree
of social associations with program supervisors.
The analyses of variance results of superordinates' and subordi
nates' mean perceptions on consideration and initiating structure be
tween groups with different degree of social associations with pro
gram supervisors are presented in Table 20.

The results showed that

no significant difference existed in superordinates' and subordinates'
mean perceptions on consideration and initiating structure at .05
level.

Therefore, none of the null hypotheses dealing with the de

gree of social associations as the independent variable were rejected.

Summary

The purpose of this chapter was to present the results of the
study.

The chapter contained two parts.

on the characteristics of the population.

Part one contained reports
Part two contained re

sults from the hypotheses tested using one-way analyses of variance.
Selected characteristics of the population were:

age, sex, edu

cation, years of experience in mental health, years of employment in
agency, years of employment in present job, number of staff super
vised, type of programs involved, job title, and social association
with program supervisors.

These characteristics were used as inde

pendent variables in testing some hypotheses.
Eleven hypotheses were stated.

An F-test for correlated groups

of 22 program supervisors, 22 superordinates, and 22 subordinates was
selected to test the differences in means among the three groups.
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Table 20
Analyses of Variance Results of Superordinates' and
Subordinates' Perceptions on Consideration and
Initiating Structure Between Groups With
Different Degree of Social Associations
With Program Supervisors

Consideration

Superordinate

Mean

N

Yes

No

Yes

No

37.39

35.00

37.78

34.50

4.28

3.83

5.77

10.34

18

F-Ratio
Df
F-Prob.

Subordinate

Mean

Initiating Structure

4

18

1.05
1 , 20
.32

4
.79

1 , 20
.38

36.72

33.25

36.89

38.75

SD

5.04

8.99

6.68

7.92

N

9

6

9

6

F-Ratio
Df
F-Prob.

.93
1, 13
.35

.24
1, 13
.63
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A .05 level of significance In making Type I error was used.
The results In the study did not support any of the research
hypotheses except for the following two hypotheses:
1.

There Is a difference In superordinates’ perceptions on con

sideration and Initiating structure between younger and older groups.
2.

There Is a difference In subordinates' perceptions on con

sideration and Initiating structure between two groups with differ
ent years of employment In agency.
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CHAPTER V

CONCLUSIONS AND IMPLICATIONS, FURTHER
RESEARCH, AND SUMMARY

The purpose of Chapter V is to present the conclusions and
implications of the study, suggestions for further research, and a
summary of the study.

Conclusions and Implications

The data of the study suggest that there were few differences
in perceptions of the leadership behavior of program supervisors
among community mental health center program supervisors and their
immediate superordinates and immediate subordinates.

However, the

data show that older superordinates rated program supervisors higher
than younger ones both in relational and task skills.

Older super

ordinates perceived the program supervisors to be more "considerate"
and more "structure initiating" than younger superordinates perceived
them to be.

The data also show that subordinates of more experience

rated program supervisors higher than did the less experienced ones.
Some possible reasons explaining the differences are in order:
1.

More experienced subordinates tend to be more knowledgeable

about their agencies' operations and its programs than less experi
enced ones.

Therefore, the results showed that subordinates of more

experience tend to rate their program supervisors higher than did the
less experienced ones.

91
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2.

Program supervisors may tend to approach more experienced

subordinates more in regards to planning, programming, etc. because
of their seniority status; therefore, the results showed that sub
ordinates of more experience tend to rate program supervisors higher
than did the less experienced ones.
3.

Program supervisors may tend to delegate more responsibil

ities to more experienced subordinates because of their seniority
status and experience in the agencies; therefore, the results showed
that subordinates of more experience tend to rate program super
visors higher than did the less experienced ones.
4.

Program supervisors may be presenting closer and more com

municative working relationships with subordinates with higher senior
ity, due perhaps to the frequency of approaches and the amount of
responsibilities delegated to this group.

Therefore, the results

showed that subordinates of more experience tend to rate program
supervisors higher than did the less experienced ones.
Halpin’s (1966) studies in leadership behavior reported that
"there is some tendency for superiors and subordinates to evaluate
oppositely the contributions of the leader behavior in dimensions to
the effectiveness of leadership.

. . . This difference in group atti

tude appears to impose upon the leader some measure of conflicting
role expectations" (p. 97).

Since the present study tends to suggest

that a congruence in perceptions of leader behavior among CMHC pro
gram supervisors and those of their immediate superordinates and
immediate subordinates exists, this shows the strength of the commu
nity or cohesiveness of these centers.

They are not wracked with
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conflict, but are organizations with cohesiveness, a sense of commu
nity.

Although the results did not support the hypotheses, program

supervisors generally tend to score higher in means on consideration
and initiating structure than do their immediate superordinates and
immediate subordinates.

Jacobs (1971) pointed out that organizations

function on role expectations, role understanding, and members' feel
ings about the organization.

Since the results of the study showed

that a congruence in perceptions on leadership behavior existed, this
suggests that CMHC program supervisors were carrying out their leader
ship behavior as expected by members of the organizations and that
these CMHCs must be structures where relationships are rather healthy
with a sense of common purpose.
Some possible explanations for the high degree of congruence
among perceptions of leader behavior by CMHC program supervisors and
their immediate superordinates and immediate subordinates are as fol
lows:
1.

Members in a mental health organization generally have simi

lar ideologies and orientations in their organization's goals and
objectives.

In general, every member in a mental health organization

assumes the role of a "helper."

Hence, one would expect that there

would be no difference in perceptions of leadership behavior among
CMHC workers.
2.

Generally, members in mental health organizations are highly

selective in recruiting members.

Members, especially individuals

with status or with seniority, have particular criteria in recruiting.
These members usually decide whether they would allow new recruits to
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remain as permanent members.

Generally, members in an organization

would expect that new recruits follow their organization's idiosyn
crasies.

A careful selection of new members would prevent threats or

disruptions to the organization's status quo.

Therefore, it is to be

expected that members in the mental health system tend to show no
differences in perceptions of leadership behavior among CMHC workers.
3.

Based on the writer's experience and knowledge in community

mental health, the nature of the mental health organization is unique
when compared to other health, business, or educational organizations.
The mental health system allows its members autonomy to function as
"helpers," but at the same time, the system requires its members to
work together as a "team" in order to meet the organization's goals
and objectives.

Therefore, due to the unique nature of the mental

health organization, it is expected that no differences in percep
tions would exist among mental health workers.
Comparing the results of the present study with the results of
other studies shown in the LBDQ Manual (Stogdill, 1963) (see Appendix
J ) , the mean scores of CMHC workers did not deviate from the mean
scores of respondents in other studies.

A table illustrating the

mean scores on consideration and initiating structure of CMHC workers
and other studies' mean scores on consideration and initiating struc
ture is presented in Appendix J.

Suggestions for Further Research

During the course of the study, this investigator became aware
that a large sample size, such as a nationwide survey of the
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leadership behavior of CMHC leaders, could produce different and more
In-depth results.

A large sample size could compare the differences

of CMHC leaders' leadership behavior among (a) states; (b) regions;
(c) catchment areas (types of people being served); (d) types of cen
ter operations (I.e., board versus non-board); and (e) types of
agencies (I.e., state-operated versus privately-operated agencies).
Such studies may be beneficial to local, state, and federal mental
health authorities for the purpose of planning, staff development and
training, allocation of resources, etc.

Summary of the Study

The purpose of this study was to examine the leadership behavior
of CMHC program supervisors In Michigan as perceived by program
supervisors and their Immediate superordinates and Immediate subordi
nates.

Consideration and Initiating structure were the leadership

behaviors examined In the study.

Consideration was defined as:

"behavior Indicative of friendship, mutual trust, respect, and warmth
In the relationship between the leader and the members of the staff"
(Halpln, 1973, p. 1).

Initiating structure was defined as:

"the

leader's behavior In delineating the relationship between himself and
members of the work-group and In endeavoring to establish welldefined patterns of organization, channels of communication, and
methods of procedure" (Halpln, 1973, p. 1).

The study was undertaken

because the author perceives CMH to have great potential for serving
the public, and because of the lack of empirical data In the area of
mental health leadership and administration.
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The population for the study consisted of CMHCs in Michigan.
The sample for the study was 10 CMHCs in Michigan.

The Leader Behav

ior Description Questionnaire (LBDQ) was the instrument used for the
study.

The method used to obtain data was mailed questionnaires.

One hundred and seventy-seven questionnaires were mailed to program
supervisors and their immediate superordinates and immediate subordi
nates in 10 CMHCs in Michigan.

There was a 72% return rate.

The

research hypotheses were tested through the use of one-way analyses
of variance.

A .05 level of significance for making Type I error was

used.
It was concluded that there were differences in perceptions of
leadership behavior of program supervisors between younger and older
groups of superordinates, and that there were differences in percep
tions of leadership behavior of program supervisors between groups of
subordinates with different years of employment in agency.
no other hypotheses were supported.

However,

Therefore, the major conclusion

of the study was that generally, differences in perceptions of pro
gram supervisors among program supervisors, superordinates, and sub
ordinates were not identified in Michigan CMHCs.

It was also con

cluded that if there are differences in program supervisors', super
ordinates ', and subordinates, perceptions of leadership behavior
among characteristics of program supervisors, superordinates, and
subordinates, they are not substantial.
It was implied that the results of no differences in perceptions
of the leadership behavior of CMHC program supervisors among program
supervisors, superordinates, and subordinates suggest that these CMHCs
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must be structures where relationships are rather healthy with a
sense of common purpose.

The results also showed the strength of the

community, that they are not wracked with conflict, but are organiza
tions of cohesiveness, a sense of community.
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Reliability Coefficients (Modified Kuder-Rlchardson)
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Samples
Subscale

Army
Dlv.“

Highway
Patrol"

Aircraft
Exec.c

Ministers'^

Comm.
Leaders^

Corp.
Pres.

Labor
Pres.®

College
Pres.**

U.S.
Sen.

1. Representation

.82

.85

.74

.55

.59

.54

.70

.66

.80

.73

.77

.58

.59

.81

2. Demand reconciliation

.81

(O '

3"

3. Tolerance uncertainty

.58

.66

.82

.84

.85

.79

.82

.80

.83

i

4. Persuasiveness

.84

.85

.84

.77

.79

.69

.80

.76

.82

S. Initiating structure

.79

.75

.78

.70

.72

.77

.78

.80

.72

6. Tolerance freedom

.81

.79

.86

.75

.86

.84

.58

.73

.64

7. Role assumption

.85

.84

.84

.75

.83

.57

.86

.75

.65

8. Consideration

.76

.87

.84

.85

.77

.78

.83

.76

.85

9. Production emphasis

.70

.79

.79

.59

.79

.71

.65

.74

.38

10. Predictive accuracy

.76

.82

.91

.83

.62

.84

.87

11. Integration

.73

.79

12. Superior orientation

.64

.75

3
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.66
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^Commissioned and noncommissioned officers in an army combat division.
^Administrative officers in a state highway patrol headquarters office.
■D
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^Executives In an aircraft engineering staff.
^Ministers of various denominations of an Ohio community.

(/)
o'
3

GLeaders in community development activities throughout the state of Ohio.
^Presidents of "successful" corporations.
^Presidents of labor unions.
^Presidents of colleges and universities.

O
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BIOGRAPHICAL DATA
Please check (X) Che following:
Highest Educational Attainment:

MD ( )

PhD ( ) EdD ( )

BA ( )

AA

(

) HS

MSW ( )

MA or MS (

)

( )

Years of Experience in Mental Health:

1-3 ( )

4-6 ( )

7-9 ( )

10-12 (

)

12+ < )

Years Employed In Present Agency:

1-3 ( )

4-6 ( )

7-9 ( )

10-12 (

)

12+ ( )

Years Employed In Present Job:

1-3 ( )

4-6 ( )

7-9 ( )

10-12 (

)

12+ (

Job Title:

Administrator/Director ( )
Social Worker ( )
LPN ( )

Psychiatrist ( )

Counselor ( )

Nurses Aide ( )

)

Psychologist ( )

Mental Health Worker ( ) R.N. (

)

Psychiatric Technician ( )

Others: please specify __________________________
Number of Staff under my Supervision:

0 ( )

1-5 ( )

21-25 (
Program/Service Employed In:Inpatient (

)

)

6-10

26-30

Outpatient (

Partial Hospitalization ( )
Children Services ( )

Age:

Sex:

(

)

( )
)

11-15 ( )
304-()

Aftercare (

Emergency ( )

Court Screening ( )

Drug & Alcohol ( )

Administration (

26-30 (

)

56-60 ( )

61-65 ( )

Male ( )

Female ( )

31-35 ( )36-40 ( )

)

41-45 ( )

Daycare ( )

Aging ( )

Consultation & Education (

Women Services ( )

18-25 ( )

16-20 ( )

)

)
46-50 ( )

51-55 ( )

65+ ( )

Social Association with Program Supervisor:

Frequent ( )

Occasional ( )

None ( )

Not Applicable ( )

Yes, I would like an abstract of the study.

Name:
Address:
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Subscales of the LBDQ

1.

REPRESENTATION. The representative leader speaks and acts as
the representative of the group.
(5 items)

2.

DEMAND RECONCILIATION. Demand reconciliating leaders bring con
flicting demands into accord and reduce disorder in the system.
(5 items)

3.

TOLERANCE OF UNCERTAINTY. Leaders who are tolerant of uncer
tainty are able to accept indefinite situations postpone action
action without anxiety or upset.
(10 items)

4.

PERSUASIVENESS. The leader uses persuasion and argument effec
tively. He is convincing and exhibits strong convictions.
(10 items)

5.

INITIATION OF STRUCTURE. Leaders who initiate structure clearly
define their own roles and those of their followers. Such lead
ers let their followers know exactly what is expected of them.
Such leaders are directive and they set standards.
(10 items)

6.

TOLERANCE OF FREEDOM. A leader who is tolerant of freedom allows
subordinates to exercise initiative, make decisions and take
action.
(10 items)

7.

ROLE ASSUMPTION. The role assumptive leader actively exercises
the leadership role rather than surrender it to others. (10
items)

8.

CONSIDERATION.
being, status,
items)

9.

PRODUCTION EMPHASIS.
The production emphasizing leader applies
pressure for maximum productive output.
(10 items)

Considerate leaders regard the comfort, well
and contributions of their subordinates. (10

10.

PREDICTIVE ACCURACY.
Leaders who are accurate in prediction
have the ability to use foresight and concretely anticipate
outcomes.
(5 items)

11.

INTEGRATION. The integrative leader maintains a closely-knit
organization. He uses such tactics as resolution of intermember
conflicts.
(5 items)

12.

SUPERIOR ORIENTATION.
Superior oriented leaders maintain cordial
relations with superiors, have influence with superiors, and
strive for higher status.
(10 items)
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Item
1.
2.

Statements of the Consideration Subscale Are:
He Is friendly and approachable.
He does little things to make It pleasant to be
group.

a member of the

3.

He puts suggestions made by the group Intooperation.

4.

He treats all group members as his equals.

5.

He gives advance notice of changes.

6.

He keeps to himself.

7.

He looks out for the personal welfare of group members.

8.

He Is willing to make changes.

9.

He refuses to explain his actions.

10.

Item

He acts without consulting the group.

Statements of the Initiating Structure Subscale Are:

1.

He lets group members know what Is expected of them.

2.

He encourages the use of uniform procedures.

3.

He tries out his Ideas In the group.

4.

He makes his attitudes clear to the group.

5.

He decides what shall be done and how It shall be done.

6.

He assigns group members to particular tasks.

7.

He makes sure that his part In the group Is understood by the
group members.

8.

He schedules the work to be done.

9.

He maintains definite standards of performance.

10.

He asks that group members follow standard rules and regulations.
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COLLEGE OF EDUCATION
Department of Educational Leadership
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I
I

KALAMAZOO. M ICHIGAN
49008

June 27; 1980

Dear
It -was a pleasure talking to you.
appreciated.

Your assistance is greatly

Briefly, the study is to investigate the leadership behavior
of current and previous federally funded CMHC program supervisors
(or program directors) in Michigan as perceived by the program
supervisors, immediate superordinates of program supervisors, and
immediate subordinates of program supervisors. We are interested
in examining how program supervisors are carrying out their
activities as mental health leaders, and to determine whether
there is a preferred leadership style among the program supervisors.
The instrument we are using in the study is the Leader Behavior
Description Questionnaire. The LBDQ is a likert-type instrument
containing 100 items describing twelve dimensions of leader behavior.
Instructions in answering the questionnaire are explained on the
face sheet of each questionnaire. The approximate time to answer
the questionnaire is 15 to 20 minutes. The questionnaire includes
a Biographical Data Sheet to obtain personal information of each
respondent such as, age, sex, education, years of experience in
mental health, years of employment in agency, years of employment
in present job, job title, type of programs or services involved,
number of staff supervised, and social association with program
supervisor.
CMH program supervisors to be investigated are: l) supervisor
of Inpatient Service, 2) supervisors of Outpatient Service, 5) sup
ervisor of Partial Hospitalization Service, 4) supervisor of
Emergency Service, and 5) supervisor of Consultation and Education
Service.
CMH superordinates of program supervisors to be investigated
are: 1) immediate superior of Inpatient supervisor, 2) immediate
superior of Outpatient supervisor, 5) immediate superior of Partial
Hospitalization supervisor, 4) immediate superior of Emergency
supervisor, and 5) immediate superior of Consultation and Education
supervisor.
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CMH immediate subordinates of program supervisors to be in
vestigated are: 1) one staff subordinate of Inpatient supervisor,
2) one staff subordinate of Outpatient supervisor, 3) one staff
subordinate of Partial Hospitalization supervisor, 4) one staff
subordinate of Emergency supervisor, and 5) one staff subordinate
of Consultation and Education supervisor. Five subordinates of
each of the five services are selected at random to be surveyed. ■
Questionnaires 'will be mailed to the individuals who are
selected to participate.
Of course, answering the questionnaire
is voluntary. However, may we call upon you again to assist us
in encouraging your staff to participate? A formal cover letter
will accompany the questionnaire. The letter will contain brief
information about the study, its purpose, and that it is a dis
sertation research supported by the Michigan Department of Mental
Health. Enclosed with the questionnaire and cover letter, will
be a return stamped envelope addressed to the Investigator.
Follow-up letters will be send to those participants who have not
returned the questionnaire by two weeks. The follow-up letter is
a reminder to return the questionnaire if the participant has not
already done so.
The response of each participant will be kept in strict
confidence. Only the Investigator will know the identity of
each participant.
In order to survey your staff, a listing of their names and
business addresses is needed. Attached is a form already made
out for your convenience. Please fill in the names and addresses
of your staff according to the service or program they are asso
ciated. However, if you have already a listing available, yours
is more than welcome. We realize that your Center may not provide
all the five services mentioned. If this is the case, please
furnish us information on the service/program you do provide under
your administration including the names and addresses of your
staff associated with that service.
Questionnaires will be send in a week subsequent receiving
à listing of your staff.
Thank you for your cooperation, time and effort in assisting
us in this project. Looking forward to your list, and working
with you and your staff in the near future. Again, much thanks.
Sincerely yours.

]^aMU
Mamie Campbell
Doctoral Associate
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Thank you for providing us a listing of your staff!

Name

Business Address

INPATIENT SERVICES
Program Supervisor
Superordinate of Program Supervisor
Subordinate of Program Supervisor
OUTPATIENT SERVICES
Program Supervisor
Superordinate of Program Supervisor
Subordinate of Program Supervisor
PARTIAL HOSPITALIZATION SERVICES
Program Supervisor
Superordinate of Program Supervisor
Subordinate of Program Supervisor
EMERGENCY SERVICES
Program Supervisor
Superordinate of Program Supervisor
Subordinate of Program Supervisor
CONSULTATION & EDUCATION SERVICES
Program Supervisor
Superordinate of Program Supervisor
Subordinate of Program Supervisor
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W E S T E R N M IC H IG A N U N IV E R S IT Y [__________
COLLEGE OF EDUCATION

|

KALAMAZO O, M ICHIG AN

Departm ent of Educolionol Leadership

I

49008

J u ly 18, 1980

Dear
I hope you have received my letter of June 2 7 concerning
your Center's participation in a dissertation survey research
of Leadership Behavior of CMIE! Program Supervisors in Michigan,
and request of a listing of your staff.
Being an administrator of a complex organization, your
time to attend to matters other than your regular duties are
limited. Please allow me to interrupt your busy schedule to
remind you to send a listing of your staff (names and business
addresses). Your listing is important and necessary before we
can send out the questionnaire.
If you have a large staff of subordinates, submitting five
(5 ) nsunes under each service or program is sufficient. We
would appreciate very much if you would send the listing within
the week.
In the event you have already sent your listing, please
disregard this note, and let this letter be a personal "hello"
and "thank you".
Enclosed is the form for your convenience.
Thank you.
Sincerely,

MEimie Campbell
Doctoral Associate
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{________ ^

COLLEGE OF EDUCATION

I

Deportm enf of Educatlonol Leadership

120

KALAMAZOO. M ICHIG AN

I

49008

August

5 , 1980

Dear Colleague:
Because you hold a responsible position in the mental health
field, I a m requesting your participation in answering the enclosed
questionnaire for a dissertation survey research sponsored by the
Department of Educational Leadership at Western Michigan University
and supported by the Michigan Department of Mental Health. The
study is to investigate the leadership behavior of selected
Community Mental Health Centers Program Supervisors in Michigan
as perceived b y the Program Supervisors, immediate superordinates
of Program Supervisors, and immediate subordinates of Program
Supervisors. The purpose of the survey is to examine how Program
Supervisors carry out their activities as mental health leaders
and to determine whether there is a preferred leadership style
among the Program Supervisors.
I am the principal investigator
for the survey.
Your participation in the study is very important because you
are in the position to describe how your Program Supervisor carries
out his/her activities as a leader. Answering the questionnaire
should not take more than 20 minutes. A return stamped envelope is
enclosed for you to return the questionnaire to me as soon as you
are able to do so. However, please return the questionnaire by
August 2 0 , 1980 .
Your answers will be kept in strict confidence. Only I will
see your returned questionnaire. As soon as I have tabulated your
questionnaire, it will be destroyed. The number coding on the
questionnaire is for follow-up purpose only. Your identity will
not be revealed.
If you have any questions, please d o n ’t hesitate to let me
know. I may be reached at the Educational Leadership Department
(616) 583-1998 or at home (616 ) 344-5720.
If you wish to receive an abstract of the study, please write
in your name and address at the bottom of the Biographical Data
Sheet.
I a m deeply grateful for your time and participation.
Thank you very much.
Sincerely,

yvvcuvtLft
Mamie Campbell
Doctoral Associate
Enclosure
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O F MICHIGAN

WILLIAM Q. MILLIKEN, Governor

DEPARTMENT OF MENTAL HEALTH
LEWIS CASS BUILDING
LANSING, MICHIGAN 48926
FRANK M. OCHBERG, M.D.
Director

July 24, 1980

TO:

Community Mental Health Board Chairpersons
Community Mental Health Program Directors,

Supervisors & Staff

FROM:

Frank M. Ochberg

SUBJECT:

Survey Research Sponsored by the Department of Educational
Leadership, Western Michigan University

Ms. Mamie Campbell, a Doctoral Associate with the Department of
Educational Leadership at Western Michigan University, is conducting
a dissertation survey on the Leadership Behavior of Program Supervisors
in Selected CMHC in Michigan. The study examines how program super
visors carry out their activities as mental health leaders and attempts
to determine whether there is a preferred leadership style among the
program supervisors.
My staff and I have reviewed Ms. Campbell's research proposal earlier,
and we support her study. As mental health professionals, w e all know
that research is an essential and important part of the mental health
system. It is through research that we come to learn more about
ourselves and the communities around us.
I urge you to participate in this worthwhile study. Your contribution
to the survey is important. Please give Ms. Campbell the cooperation
and support she needs.
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W I S T I R N M IC H IG A N U N IV E R S If Y
COLLEGE OF EDUCATION
Deportmenf of Educotionol Leoderthip

124
KALAMAZOO, MICHIGAN

49008

September 5/ 1980

Dear
All of us are so busy these days that taking time to attend
to other matters other than our regular duties are limited.
We hope you have received the questionnaire sent four weeks
ago. Perhaps the questionnaire was mislaid or your schedule has
been so busy that you haven't had a chance yet to fill it out.
In any event, another questionnaire is enclosed for you. We
would appreciate you sparing 15 minutes of your busy schedule to
fill out the questionnaire. A stamped envelope is enclosed for
your convenience.
Your perception is important in determining how Michigan
Community Mental Health Program Supervisors carry their activities
as leaders in the mental health setting. Your returned question
naire is greatly appreciated.
Thank you kindly for your time and participation.

Sincerely,

vwawùGxMfJMi
Mamie Campbell
Doctoral Associate
Enclosure
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A Comparison of Means and Standard Deviations
of Community Mental Health Center Workers
and Other Groups*

Consideration

Initiating
Structure

Mean

SD

Mean

37.5

4.9

38.0

6.2

66

Program supervisor

39.0

3.4

39.5

5.4

22

Superordinate

37.0

4.2

37.2

6.6

22

Subordinate

36.6

6.4

37.0

6.5

22

Army CO and NCO

37.1

5.6

38.6

5.7

235

State highway patrol admin
istrative officers

36.9

6.5

39.7

4.5

185

Aircraft engineering executives

37.1

5.8

36.6

5.4

165

Ministers

42.5

5.8

38.7

4.9

103

Community development leaders

41.1

4.7

37.2

5.7

57

Corporation presidents

41.5

4.0

38.5

5.0

55

Labor presidents

42.3

5.5

38.3

5.6

44

College presidents

41.3

4.1

37.7

4.2

55

U.S. Senators

41.1

5.9

38.8

5.5

44

Community mental health workers

N

*From LBDQ Manual (Stogdill, 1963).
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